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CHAPTER I
INTRODUCTION
The experiences of the past decade have produced challenges to the
American system of education which have strained the resources of our
educational system almost to the breaking point. Although the number of
people training to become teachers is steadily increasing, it has become
evident that turning out more graduates who are certified to teach does
not necessarily guarantee a supply of fully qualified educators to meet
the demands of our schools today.
George W. Denemark, Dean of the College of Education of the Univer-
sity of Kentucky, has suggested that,
"The quality and character of our elementary and secondary
schools are dependent largely upon the quality and charac-
ter of the teachers who staff them. The teachers, in turn,
strongly reflect the strengths and shortcomings of the col-
leges that recruit them and provide initial preparation,
the school systems that employ them and continue their
training, and the professional organizations that supple-
ment such formal training through a broad range of acti-
vi ties . "
If the schools must change to meet the challenge of our times, it should
be obvious that the education and certification of teachers must change
as well.
This study is intended to add a depth and dimension to the existing
knowledge and information about the current conditions and anticipated
changes in the teacher certification process in the United States and
George W. Denemark, "Teacher Education: Repair, Reform or Revolu-
tion?" Educational Leadership
,
March, 1970, p. 539.
1
2to establish baseline data about the role perceptions of the leadership
personnel of the teacher education and certification sections within the
organizational context of the fifty state education agencies. These
objecti\es will be accomplished by examining the leadership personnel
within the teacher education and certification sections of these fifty
state education agencies and the types of changes that are going on with-
in each state which are preliminary to the modification of certification
regulations.
General Background
Certification, the process of legal sanctioning, authorizing the
holder of a credential to perform certain services in the public schools
of a state, has historically been accepted as a vehicle for establishing
and maintaining standards for the preparation and employment of persons
who teach or render certain non-teaching services in the schools. By
omission of mention in the federal Constitution, the provision for public
education is regarded as a matter for the state governments. Today,
with a few minor exceptions, the administration of certification require-
ments is typically a responsibility of the state education agency, under
the general administration of the chief state school officer, subject
to the rules established by the state board of education and the state
legislature.
^
Throughout the fifty states of the nation there exists a variety
""Lucien B. Kinney, Certification in Education , (Englewood Cliffs,
New Jersey: Prentice-Hall, Inc., 1964), p. 17.
3of approaches to certification. Study of the historical development of
certification reveals that these certification practices and require-
ments within individual states have evolved independently as each state
has endeavored through the years to solve its immediate and unique pro-
blems, with little interchange of ideas or mutual influence until recent
years. The national pattern is accordingly, one of great diversity.
Significant, however, are two patterns of certification programs of the
states which have emerged - credit course prescription and the approved
3program approach to certification.
Although these two approaches differ in design, it is the investi-
gator’s belief that even within these two approaches to teacher certifi-
cation there still exists an almost universal standard of prescription
in terms of units of study. This standard is currently being met with
challenges throughout the nation because of its rigidity, inadequacy,
and irrelevance to the quality of teaching skills. These very dissatis-
factions have in turn given rise to a search for criteria for educators
which would determine a person's ability to perform rather than to state
the prescribed experiences he has had. This movement is generally re-
ferred to as performance-based or competency-based teacher education
ana/or certification, and it® influence is expected to be felt in the
areas of teacher training and certification in the future. At present
there exists no measurement of its impact on a national scale. One of
Q
T. M. Stinnett and Geraldine E. Pershing, A Manual on Certification
Requirements for School Personnel in the United States , 1970 ed. , (Wash-
ington, D. C. : National Education Association, 1970), pp. 3, 33, and
73-165.
4the questions considered in this study, therefore, is a determination of
just how widespread the interest in and understanding of this approach
to teacher preparation and certification are.
Because the interpretation of the concept of performance-based
teacher education and certification are not precisely the same throughout
the nation, a part of the instrument which was developed for use in this
study was designed to deal with the distinguishing characteristics of
performance-based programs which appear to exist within this approach
rather than proceeding from a single definition of the concept. 4
It must be noted early in the study that the areas of teacher edu-
cation and teacher certification are intricately related. In most in-
stances developments in one area have a direct effect on the other. The
statewide leadership proceeds from the same office or bureau within the
state education agency and is managed by a single Director for Teacher
Education and Certification in almost every case.^ There are elements
within each area which are unique, however, and for the purpose of this
study, the investigator has dealt specifically with the area of teacher
certification. Existing conditions and movements within the teacher
education programs and practices within the states are examined only as
A recent Task Force for the American Association of Colleges for
Teacher Education Performance-Based Teacher Education Project was formed
with the single purpose of arriving at a workable and acceptable defini-
tion cf the concept of performance-based teacher education and certifica-
tion. The characteristics of performance-based teacher education which
were identified by this committee served as a framework for the investi-
gator in identifying those characteristics which were used in the instru-
mentation of this study.
^Stinnett, ojd. cit
.
,
pp. 73-165.
5they relate to the current and/or predicted courses of teacher certifi-
cation.
It is the investigator’s opinion that as long as the state legal
requirements remain specific in the exact qualifications necessary for
teacher certification, little movement can be expected within the teacher
training institutions of the state. But as more and more states have come
to adopt the approved program approach to certification, one can begin
to see dramatic innovations within many of these preparatory institutions
which may ultimately change the whole course of certification within the
state. It is within this frame of reference that the teacher training
area is viewed.
It is a fact that the legal basis for the certification of educa-
tors lests with the state education agency, and the mechanism of dealing
with this area of administration lies at this base point; however, the
investigator has found that the responsibility for leadership in teacher
education and certification has reached beyond the strict administration
of the law in many states. A number of state administrators and agencies
are, in fact, currently involved in interpretative decision-making which
moves beyond a strict regulatory operation toward a position of facilita-
ting change by exerting leadership within the legal framework of their
states, e.g.
,
Florida and Washington. Therefore, this study looks be-
yond the legal limits of the responsibilities invested in the State
Directors of Teacher Education and Certification and examines not only
factual information about the prevailing conditions and situations which
relate to the process of certification in each of the fifty state educa-
tion agencies, but also seeks to examine attitudes and perceptions of the
6leadership personnel within the Teacher Education and Certification sec-
tions of these state education agencies concerning their roles and res-
ponsibilities for planning and effecting changes and improvements in
i
teacher education and certification.
It is the investigator's belief that by identifying those change
factors that are influencing or preventing changes which the leadership
personnel within the Teacher Education and Certification Sections of the
50 state education agencies would like to see take place, implications
can be drawn about the trends in educational certification that one can
expect to see materialize in the future.
By analyzing how the identified leaders in the field of teacher
certification perceive their role, additional assumptions have been
drawn concerning the role of leadership personnel in the Teacher Education
and Certification Sections of the state education agencies and their
possible functions as advocates for change.
Purpose of the Study
It was the primary purpose of this investigation to gather percep-
tual and related factual information about prevailing conditions and
situations which relate to the process of certification from the leader-
ship personnel in the Teacher Education and Certification Sections of the
fifty (50) state education agencies and to interpret from the accumula-
tion of these data current trends and implications for future developments
The term leadership personnel as used in this investigation in-
cludes State Directors of Teacher Education and Certification and their
professional staff members.
7in teacher education and certification, particularly as these conclusions
relate to the development of the performance-based teacher education and
certification movement.
Jhe investigation has sought to provide an analysis of the current
educational certification practices and procedures in the fifty states,
and to look beyond the existing legal requirements of the states by ex-
amining the movements within the various states in regard to changes in
the philosophical and procedural practices of the certification process.
Although the investigation was limited to the existing conditions
as they were perceived by a selected sampling of leadership personnel in
the Teacher Education and Certification Sections of the state education
agencies, the major change agents and/or power sources for change within
the states have also been identified through the design of the instrument
used.
It was a further objective of this study to secure reasonable,
subjective evidence of the need for initiating, creating, and confronting
changes to encourage the teacher education and certification sections
of the state education agency organizations to become and remain viable,
to adapt to new conditions, to solve their problems, and to move toward
greater organizational development by strengthening those human processes
in the agencies which improve the functioning of the section by achieving
their stated objectives.
8Definition of Terms
Ir. collecting information from the preliminary literature study to
provide a background for this investigation, the investigator found
a wide variety of practices among state education agencies, teacher train-
ing institutions, and professional organizations. Therefore, in order to
provide a measure of communication consistency, it was necessary to define
some of the terms to be used in this document. Those definitions which
were considered essential to the investigator’s interpretation and hand-
ling of the data are included in the Definition of Terms. A complete
listing of terms used in the study is included in the Appendix in a
separate Glossary section.
Certification
The process of legal sanctioning, authorizing the holder of a cre-
dential to perform certain services in the public schools of a state.
State education agency
A department, office, board, commission or committee to which is
expressly delegated by law primary responsibility for the State supervi-
sion of public elementary and secondary schools.
Leadership personnel
An individual or group of professional employees of a state educa-
tion agency who assumes roles of responsibility in fulfilling the function
of Teacher Education and Certification programs.
Teacher Education and Certification Section
An organizational part of the state education agency that assumes
the function of administering the state program of teacher education and
certification as prescribed by law.
9Credit course prescription
The process of certification approval which, is based upon specified
course requirements in terms of units of study.
Approved program concept
The process in which the proposed programs in a given institution
for the preparation of teachers are submitted to the state certification
authorities for approval. Once the programs are approved, graduates are
somewhat automatically certified, upon recommendation of the preparing
institution (in addition to the National Council for the Accreditation
of Teacher Education, in some cases).
Performance-based criteria
The exact criteria by which success (or failure) of a task or
mission is measured. They may include such things as how the product is
to perform, conditions under which it is to be performed, product design
requirements, and performance specifications.
Performance-based teacher education
Teacher preparation programs (pre-service and in-service education)
that are designed around performance criteria and behavioral objectives
rather than prescriptive course credits and unit hours.
Performance-based teacher certification
Certification requirements that are based upon the candidate's
ability to perform certain skills and demonstrated knowledge rather than
prescribed experiences or courses he has completed.
Reciproci ty
The formal agreement between states to honor state-approved pro-
grams, standards and procedures for certification of personnel in order
to encourage more freedom of movement of teachers across state lines.
10
Underlying Assumptions
The following general assumptions were considered essential to the
purpose of the study:
(1) It is assumed that there exists among many educators a dissat-
isfaction with current certification and teacher preparation
practices.
(2) a.t is assumed that it will be useful to assess current as well
as new and promising developments in teacher certification in
order to determine both their present status as well as impli-
cations for further developments in teacher certification.
(3) It is assumed that the State Directors of Teacher Education
and Certification and members of their professional staff are
the appropriate population within the state education agencies
to provide the information necessary to this investigation.
(4) It is assumed that the respondents reacted honestly and can-
didly to the questionnaire in terms of their own activities
and opinions.
(5) Since a portion of this investigation is fact-finding with in-
terpretation through the use of documentary analysis, it is
assumed that the state education agency and professional docu-
ments used in this study are complete and accurate.
(6) It is assumed that the State Directors of Teacher Education and
Certification and their professional staff members perceive as
one of their primary functions the influencing of changes that
will improve the teacher certification process within their
states.
11
(7) It is assumed that the State Teacher Education and Certifica-
tion leadership personnel as a group ate concerned with the
viability of their functional roles within the context of the
total state education agency.
Design of the Study
The following investigation is descriptive and analytical in na-
ture. It is directed at gathering both factual information concerning
certification within the fifty state education agencies and biographical
data about the leadership personnel within the Teacher Education and
Certification Sections of the state education agencies, as well as the
opinions and attitudes of these individuals concerning the prevailing
conditions and situations as they relate to the process of certification,
and the organizational role of the respondents. The study is organized
into five chapters which focus upon the following content:
Chapter I is concerned with the nature and scope of the study. It
includes J(l) the general background of the investigation; (2) an explana-
tion of the purpose of the study ; (3) the underlying assumptions ; (4)
design ; (5) limitations ; and (6) significance of the study ; and (7) the
definition of terms.
Chapter II provides a detailed summary of the literature and pre-
liminary surveys conducted by the investigator and others who have most
recently been involved in activities that have promoted the concept of
performance-based teacher preparation and certification. This chapter is
divided into the following three areas: (1) A Synopsis of Criticisms of
Existing Programs and Standards; (2) New Developments in Teacher Evalua-
12
tion and Certification; and (3) Summary.
The new developments in teacher evaluation and certification are
organized broadly into seven general categories which deal with: (1) the
de cen t i ali zation of the certification process; (2) new approaches for
quality assessment and personnel utilization; (3) reduction in numbers
and categories of certificates; (4) new routes to teacher certification;
(5) reciprocity; (6) the profession’s thrust for accountability; and
(7) recent national study and training efforts. The analysis and summary
provided in this Chapter are assembled for the reader as a general back-
ground for understanding the role of the state education agency as the
main character in this investigation.
Chapter III describes in detail the Design of the Study and systema-
tic plan followed in implementing the stated procedures. A flow diagram
illustrates the steps taken in conducting the investigation. The des-
criptive method of research is utilized in the development of the study.
It is a non-experimental investigation and is generally limited to ob-
taining information through the use of questionnaire inquiries directed
to the identified study population and pertaining to the following four
areas of study:
Section I — Profile of the Leadership Personnel in the Teacher Education
and Certification Sections Within Each of the Fifty State Education Agencies .
The purpose of this section is to identify :(1) the distinctive per-
sonal characteristics of the sample population of teacher education and
certification personnel by analyzing professional characteristics and
experience backgrounds, and (2) the organizational characteristics of
13
each of their divisions as they relate specifically to teacher certifi-
cation. The structuring of this profile information establishes an over-
view of state education agencies in general and examines relationships
between where the state certification program is and the degree of compre-
hensiveness of this effort within the context of the organizational struc-
ture.
Section
_!! — Operational Philosophy and Strategy of the Fifty State
Educa tion Agencies as they Relate to the Process of Teacher Preparation
and Certification
.
This area of investigation seeks to determine the current motiva-
tion for teacher certification as it relates to the process of teacher
education and certification in each of the fifty states, and to identify
the direction of movements within the state by determining if procedural
or philosophical changes are currently taking place or are expected in
the future. In addition, an attempt has been made in this section to
analyze the impetus and content of the changes which are going on within
each state.
Section III — Identification of Operational and Developmental Stimulants
and Constraints as they Relate to Change in the Process of Teacher
Certification .
Section III seeks to identify in each of the states the respondent's
perceptions of elements which have significant influence (both positive
and negative) on changes in the teacher certification procedures of his
state. The investigation has also sought to identify the direction in
which the leadership personnel would most like to see movement take place
14
and an identification of the type of information which he believes would
be most helpful to him and his constituents in effecting such improvements
"-
Ction IV An Analysis of How the Leadership Personnel of Teacher
Education and Certi fication Sections Perceive Their Role in the To t al
Organizational Context of Their State Education Agency
.
Section IV examines the respondent’s view of himself in terms of
hxs functional relationship to the organization as a whole. The major
focus of this section is on the individual’s perception of the role he
plays and how it relates to the decision-making process, however, the
responses are not reported by individuals, but on a central tendency basis
It is anticipated that the information gathered in this section will
have significance for future training programs for certification personnel
by strengthening those human processes in organizations which improve the
functioning of the organic system in order to achieve its stated objec-
tives.
The methodology and procedures used in this investigation are des-
cribed in greater detail in Chapter III. An overview of the procedures
that were used to gather data for this investigation is as follows:
(1) A review of the literature and related research pertaining to
teacher training and certification was made.
(2) The investigator conducted personal interviews with recognized
authorities in the areas of teacher education and certification. Consul-
tation with these authorities helped the investigator gain new insights
and understandings into existing problem areas as well as the major ef-
forts that are currently being made to bring about improved practices and
15
relationships in the interviewees' areas of expertise as they relate to
the purpose of the investigation. On the basis of the information gained
from the survey of written materials, as well as the perceptions provided
by the interviewees, the investigator constructed the questions included
in the survey instrument which was designed.
(3) A questionnaire was developed and administered to the identified
population. The questionnaire included both structured and open-ended
sections and was designed to elicit responses from the participants as to
how they perceived prevailing conditions and situations which related to
the process of certification in their state. The structured portion of
the questionnaire listed specific questions with a forced choice of possi-
ble responses. Provisions were made for respondents to indicate if they
had r.o crystalized opinion about any given question. The open-ended form
of questions were limited in number, but were utilized to permit the
respondents to answer freely and fully in their own words and within their
own frame of reference as to:(l) strengths and weaknesses of their parti-
cular program; (2) identification of specific informational needs; (3)
suggestions concerning the directions to take in future developments of
the certification processes; and (4) satisfactions and dissatisfactions
connected with responsibilities and organizational relationships.
The response patterns for the structured items were designed to
allow for a quantification of the results. The responses for the open or
unstructured questions were designed so that they could be categorized
and summarized to reveal the respondents' attitudes and/or motives and to
specify the background or possible limitations upon which answers to the
total questionnaire were based.
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The data was analyzed through the use of mathematical measures of
central tendencies and reported, for the most part, in simple percentages.
(4) The questionnaire instrument was field-tested by the New
Approaches Committee of the National Association of State Directors of
Teacher Education and Certification in a panel presentation at the annual
(February, 1971) national organization gathering. Panel participants
included the State Directors of Teacher Education and Certification from
seven geographically representative states. The questionnaire was re-
vised and refined as a result of these panel members' reactions.
(5) Mailing, return and follow-up procedures were established to
reflect a systematic ordering of events. Procedural arrangements were
made in cooperation with the AACTE Performance-Based Teacher Education
Project as sponsoring agent. The distribution and collection procedures
are detailed in Chapter III.
(6) All data received from the questionnaire, state agency records
and informational documents, popular publications, and interviews were
analyzed, synthesized and reported in the appropriate chapters.
The design of this study was based upon a descriptive form of re-
search, and a normative-survey questionnaire was utilized. Since there
were no hypotheses to be tested, the investigator did not attempt statis-
tical treatment of the data in order to determine levels of statistical
significance. The investigator was concerned, however, with the reliabi-
lity oJ the questionnaire, and since this depended to a large degree
upon how the instrument motivated the respondents, the field testing
described in Chapter III was determined as a reasonable and acceptable
course of action to establish the reliability of the questionnaire. To
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check the logical validity of the questionnaire, the investigator depended
upon how effectively the data-gathering instrument related to the charac-
teristics for which it was designed. The reputable percentage of returns
needed to establish results that were valid and representative was deter-
mined by the results of the field-test.
Chapter IV is devoted to reporting, analyzing and synthesizing the
findings of the investigation. The questions posed by the investigation
provided the basic framework of the analysis and treatment of the data
collected. Since the questionnaire was cast in both a closed and open
form, the data is presented in tabular and narrative form in order to
most appropriately depict the findings. The data was analyzed to provide
an impersonal and objective report of the responses as related to the
questions being considered in the investigation.
Tne final chapter. Chapter V, summarizes the information and evidence
presented in the summaries of the preceding chapters, and draws conclu-
sions based on the various analyses and pertinent information utilized.
Chapter V also contains recommendations based upon the findings of the
study.
Limitations of the Study
Ihe preparation and certification of teachers is in a state of
transition, and because current information and knowledge outside of
historical and legal state education agency documents is transitory in
Joseph E. Hill and August Kerber, Models
,
Methods and Analytical
Procedures in Educational Resear ch
,
(Detroit! Wayne State University
Press, 1967), p. 64-65.
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nature, all generalizations must necessarily be made with qualifications.
Therefore, this study is limited to teacher preparation and certification
as it pertains to the functions and relationships of the fifty state
education agencies in this nation. Within this boundary, the study
focuses primarily upon data obtained from the identified leadership per-
sonnel within the Teacher Education and Certification Sections of the
fifty state education agencies. The study content areas include efforts
to describe and interpret certain sets of facts concerned with situations,
conditions, trends, relationships, procedures and other phenomena that
exist in the total realm of teacher education and certification process
within the responding state education agencies.
Specifically, the study is limited by the availability of state
education agency documents, and the accuracy of descriptive information
provided by the leadership personnel within the Teacher Education and
Certification Sections of the fifty state education agencies. In addi-
tion, the study is limited to pertinent data summarized by the investiga-
tor's analysis of concepts gained from interviews and popular publications,
and subjective and/or perceptual responses of the identified study popu-
lation in reply to the items on the questionnaire.
The validation of the questionnaire instrument is based upon the
professional judgment of staff members of the Center for Educational Re-
search, University of Massachusetts, a select panel of state education
agency Teacher Education and Certification leadership personnel and the
judgment of the investigator's faculty advisory committee. Finally this
study is limited by its definition of terms.
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Significance of the Study
The period between 1964 and 1967, which was treated in the 1967
Edition of the Manual on Certification Requirements for School Personnel
in the Uni ted States, was described in that volume as one of "relative
calm," as one in which attacks on state education and certification pro-
cedures had diminished to some degree. The reports from the states did
not yet appear to reflect the impact of federal school legislation upon
these procedures. The charge persisted, however, that the Establishment
continued to resist change rather than to influence it.
The 1970 Edition of the Manual
,
on the other hand, reports great
ferment among the state legal authorities in the search for new and better
procedures in the teacher education - certification - accreditation pro-
cess. It is clearly evident, from the reports described in the 1970
Edition, that the Establishment — identified by Stinnett as the American
Association of Colleges for Teacher Education (AACTE)
,
the NEA National
Commission on Teacher Education and Profession Standards (NCTEPS)
,
the
Council of Chief State School Officers (CCSSO)
,
and the National Associa-
tion of State Directors of Teacher Education and Certification (NASDTEC) 8—
is moving with vigor and determination to effect changes appropriate to
new conditions.
Stinnett analyzes these new developments in this way:
"The new direction is away from inflexible adherence to the
regulatory function and toward constructive, dynamic leader-
ship — from the enforcement role to a stimulation role ....
it appears that ... the Old Establishment is on the offensive."
g
Stinnett, op_. cit
.
,
p. 1.
9
Ibid.
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Rathar than seeing this movement as a struggle for power or a strug-
gle for control of education between two groups of combatants, he views
this movement as a struggle between society at large and the proponents
of the status quo. "Society," he says "necessarily upholds the thesis
that education, at whatever level, should serve to the fullest possible
degree the needs of all, nurturing the potentials of all. Arrayed in re-
sistance to this thesis are those devoted to the conservation of the sta-
tus quo, a group that might be termed as one education establishment
consisting of institutions, agencies, organisations, and personnel who
would defend and protect education and its institutions much as they
have been. . .
. Essentially the conflict comes to focus in the search
for a redefinition both of the goals of education and the roles of various
segments of educational personnel ."10
Whatever the causes, state programs and processes in teacher edu-
cation and certification are clearly moving toward meeting new needs.
Evidence indicates that we may be entering a new period in which there
will be a shift toward greater reliance on the strengthening of state
procedures in teacher education and certification, and the development
of imaginative state patterns and processes. In short, "the shift in
state processes is clearly from regulatory, unilateral, credit-counting
control of both teacher education and certification to a leadership and
consultative role ." 11
This investigation was conducted in order to document these assump-
10
11
Ibid .
Ibid.
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tions by identifying the change factors which are influencing the state
certification processes and by analyzing the particular directions and
forms which these changes are taking, as well as focusing on the organi-
zational stimulants and constraints which are affecting these movements.
It is the investigator's belief that there is a need to look beyond
the established collected data concerning teacher education and certifi-
cation which recognizes only the legal limitations of the requirements
for educational personnel certification. The approved program approach
alone may mean any number of things to a variety of interpreters as it
is applied within the individual states. The available statistical data,
tuen, can not possibly furnish an adequate monitor of the tempo of philo-
sophical change which is currently taking place throughout the nation.
Nor does it measure the degree to which the leaders, and in fact the
organizations as a whole, lend impetus to those movements away from the
status quo position.
In assessing where we are and where we are going in the area of
certification and related preparation, it is the investigator's convic-
tion that the type of information which was collected in this study —
an assessment of "how we are getting there," if you will — is essential
to a thorough understanding of the field.
The investigator believes that the conclusions and implications of
this study will not only contribute to the general body of knowledge
about the certification processes and the people involved, but that they
will also have particular applicability to the existing and predicted
programs concerning various aspects of teacher education and certification.
Specifically, the study is anticipated to be of value to:
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(1) The AACTE Performance-Based Teacher Education Project in accom-
plishing its objectives of collecting, analyzing and disseminating infor-
mation about the many diverse efforts focused on performance-based teacher
education that are being undertaken by state education agencies; identify-
ing those centers where activity related to evaluating teacher perfor-
mance is underway or being planned; and developing and disseminating ten-
tative conclusions about the state of the art.
(2) The developers of the future programs for training and retrain-
ing of certification personnel, and more specifically for State Directors
of Teachei Education and Certification. The design of just such a pro-
gram is currently being reviewed by the Chairman of the National Associa-
tion o c State Directors of Teacher Education and Certification (NASDTEC)
,
and the results of this investigation have been requested for use in the
design of appropriate follow-up activities of this group.
(3) The Bureau of Educational Personnel Development (BEPD) Task
Force '72 in the United States Office of Education in the accomplishment
of their objectives of identifying and bringing about needed changes in
educational personnel and programs within the scope of their funding res-
ponsibilities. Conversations with the Director and staff members of
this task force indicated their definite interest in the developments and
application of the results of this investigation.
(4) State and national decision-makers who determine the funding of
pilot programs and promising practices in the areas of teacher education
and certification. It is anticipated that this study will assist these
leaders in identifying needs in teacher certification programs, both from
a national and state dimension, by focusing on the areas where new develop-
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ments are taking place or are being considered.
(5) Those members of the education profession as a whole who are
seeking new answers to and directions for changes within the organiza-
tional structures which deal with the certification of educators in their
states. Certainly similar questions are being asked in differing geo-
graphic regions throughout the nation by the organizational managers,
state education employees, university personnel, and the rank and file
members of the teaching profession through their organizational represen-
tatives and individually, and it is hoped that by examining significant
new departures from the established systems throughout the nation, others
who are dissatisfied with their present operations will be encouraged to
approach these areas of concern with new perspectives.
CHAPTER II
REVIEW OF THE LITERATURE AND RELATED STUDIES
In examining the existing literature and related studies dealing
with teacher education and certification, the writer found it helpful to
organize Chapter II into three major sections: Section I - A Synopsis
of Criticisms of Existing Programs and Standards; Section II - New
Developments in Teacher Evaluation and Certification which are seeking
to meet the recognized needs; and Section III - Summary of the relevant
issues as revealed by the related literature and surveys which esta-
blishes the theoretical framework for the study.
A, _Synopsis of Criticisms of Existing Programs and Standards
Critics of certification and preparation practices are almost as
numerous as the types of credentials available throughout the nation.
In organizing the material for this chapter, a number of somewhat general
but selectively representative dissatisfactions with current practices
have been grouped according to the broad areas to which they relate.
These criticisms are followed by an analysis of tiie emerging developments
which may relate, directly or indirectly, to the solution of these pro-
blems. This is not to imply that for each shortcoming in the preparation
and certification practices in a given state a solution has been found.
Indeed, the new state-wide plans for teacher certification in Washington
or Pennsylvania may serve no immediate, useful purpose for the practi-
tioner in Mississippi, and admittedly there remain many questions regard-
ing certification which to date remain to be answered. However, by
first examining certification deficiencies and then the new developments
24
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and emerging relationships throughout the country which are being sought
to correct these deficiencies, it may be possible to observe the emer-
gence of certain definite relationships and trends in the philosophy
and procedures of preparation and certification.
Some advocates of change in the teacher certification process be-
lieve that these changes must begin within the preparing institutions.
They argue:
. that teacher education provides an inadequate interlacing
of theoretical and practical study.
. that there is too little relationship between pre—service
preparation and in-service practice.
.that the teaching profession has been hampered by low selec-
tion and retention standards for teacher candidates.
.that teacher education and certification programs are designed
almost exclusively for the self-contained classroom.
.that the orientation in teacher education and certification
is largely middle-class American,
.and, that too little attention is paid to developing teacher
sophistication and attitude in materials, media, and tech-
nology
.
Still other critics see the problem as an organizational or structural
one, a stepchild of the bureaucratic process. They complain:
.that the rigidity of state requirements discourages flexi-
bility and creativity in teacher preparation programs.
.that there should be a simplification of standards, includ-
ing a reduction in the number of basic licenses and clarifi-
cation of categories of professional personnel to be licensed.
In establishing a synopsis of criticisms of existing teacher
education and certification programs, the investigator took the liberty
of paraphrasing the views most commonly expressed by recognized author-
ities in the field of teacher education and certification in both personal
interviews and in an accumulated literature survey.
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.““rse requirements and rigid programs eliminate thepossibility of certification through routes other thanteacher training programs.
M
^f-
diV
?
rSlCy ln ce«i£ication requirements amongthe 52 certificating units in the United States creates
serious problems in the mobility of teachers.
4n increasing number of educators would argue that the basic error
in teacher education and certification is a philosophical one, and that
its only salvation is to proceed in the future from an altogether differ-
ent and more viable base. They contend:
that the basic problem in certification is that it has been
related to input
,
to teacher preparation. It has not been
concerned with output
,
or the ability to bring about learn-
ing.
.that the major problem with using curriculum as a basis for
certification is that it doesn't tell you how a teacher
works with children, where the certified beginner is going
to work, or what differentiated function he will fulfill.
•that teacher education and teacher certification must be
regarded as inseparable.
Almost all critics would agree
•that the profession itself has little or no responsibility
for the certification of teacher competence, and
•that the profession must be given a larger role of respon-
sibility in its own governance in the future.
These complaints are by no means all that are abroad in the land,
and may appear to be an over-simplification of the problem. They do,
however
,
represent the genuine concern of those educators within the
profession who have set about the tasks of analyzing and redesigning the
existing structures, and are included here only as representative samp-
lings of reactions and directions from which the repairs are being made.
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New Developments in Teacher Evaluation and Certification
Laurence D. Haskew, in a report to the 1960 National Committee
for Teacher Education and Professional Standards (NCTEPS) San Diego
Conference on Certification, said that, "Certification is here to stay,
chiefly because it has earned its right to stay by performance that is
13
no less chan phenomenal." While subscribing in general to this obser-
vation, many educators harbor specific reservations. An increasing
number of educators believe that certification must do more than assure
"minimum" standards, that indeed it can become an instrument to encour-
age nigh quality instruction and performance in today's schools.
Resourceful educators in several states are devising new inter-
agency strategies and methods of operation to seek to meet these goals.
These include attempts to: (1) decentralize the certification process
in such ways as [a] the approved program approach, [b] teacher advisory
councils, committees and commissions, [c] professional practices com-
missions, and [d] certification review committees; (2) develop new
procedures for quality assessment and personnel utilization in the forms
of [a] performance-based criteria for teachers, [b] differentiated staff-
ing, and [c] new programs in pre and in-service training; and (3) develop
new routes to teacher certification, through an open pattern of experi-
mentation established by a substantial number of new government programs.
Other new developments in teacher education and evaluation which are re-
viewed in this section include efforts toward reduction in the numbers
13
Kinney, op . cit . , p. 148.
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and categories of certificates, reciprocity, and the profession’s thrust
for accountability. The section closes with a summary of two recent
national efforts which have focused on these areas and have implications
for even further developments in the future.
Decentralization of the Certification Process
One of the relatively new developments in state certification pro-
cedures is the effort to decentralize to some degree the process, by
placing greater responsibility in the profession and in approved teacher
education institutions. Such efforts as the approved-program approach
which allows for more flexibility and creativity in teacher preparation
institutions, the creation of teacher advisory councils, the professional
practices acts, and the relatively new certification review committees
in several states have, at least in theory, been instrumental in re-
apportioning the responsibility for certification.
It has been generally agreed that whoever determines certification
requirements controls the program of preparation; that to the extent to
which specific requirements for preparation are established, the local
staffs have decreased responsibility for adapting the program to meet
the needs in the field.
The Appro ved Program Approach
As the need to go beyond the mere suggestion of guidelines has
become apparent, an increasing number of states have begun to adopt the
"approved program" concept. In theory, this approach is the process in
which the proposed programs in a given institution for the preparation
of teachers are submitted to the state certification authorities for
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approval. When once the programs are approved, graduates are somewhat
automatically certified, upon recommendation of the preparing institu-
tion, (in addition to the National Council for the Accreditation of Teacher
Education in some cases)
.
Program approval is believed to be an improvement over transcript
analysis because it is organic rather than mechanical in its approach to
certification. While transcript analysis merely assesses quantity, pro-
gram approval, in intent at least, determines the quality of the total
program that leads to a particular teaching certificate, including student
personnel, general education, professional education, specialized edu-
cation and student teaching. Each of these programs is explored in depth
as it relates to objectives, organization and administration, faculty,
curriculum resources and student achievement.
Once the state board of education has endorsed a teacher training
institution as competent, it would seem to make a great deal of practical
and theoretical sense for the board to shift responsibility for certifi-
cation from itself to that institution. Reactions to this position vary,
however.
^
It is generally agreed by the proponents of the approved program
approach that such a system would have the possible advantages of:
In a previous study by the author, participants of the Training
Session for Leaders in Teacher Education and Certification (Miami Beach,
Florida, May, 1970,) were asked to respond to the following statement:
"Once a state education agency has endorsed a teacher training institu-
tion as competent, the responsibility for certification should be as-
sumed by the institution." Of the 96 responses, 48 were favorable, 39
unfavorable and 9 no opinion. Participants of this conference repre-
sented universities, state education agencies, the U. S. Office of Edu-
cation, and the teaching profession from a representative cross-section
of states and sections of the country.
30
Cl) admitting that two semester hours of audio-visual aids and/or other
currently specified unit courses may not be crucial or even relevant to
the training of all teachers; C2) placing the responsibility for develop-
ing rational criteria for teacher certification in the most appropriate
hands; (3) mitigating the possibility of rejecting a potentially out-
standing teacher due to his lack of "required" courses in the credential-
ing ledger, and (4) giving the competent institutions an incentive to
develop exciting and intellectually potent teacher-training material which
would hopefully attract competent people into the teaching profession.^
Ideally then, the approved program approach would allow institutions
to experiment and develop creative programs of teacher preparation and
encourage innovation in teacher education within the framework of gener-
ally agreed upon goals. This is, in fact, the case in many states which
have recently adopted or revised their certification standards in the
direction of the approved program approach (Massachusetts , Florida,
Pennsylvania, New Hampshire, North Carolina, Oregon, Nebraska, Iowa, and
others). Inherent in the adoption of this approved program approach is
the necessity and in fact commitment to a closer relationship between the
state education agencies and the training institutions, a practice re-
commended in the 1968 U. S. Office of Education document, Propo sed Stan—
16
dards for Approval of Teacher Education .
L5
Dwight W. Allen and Peter Wagschal, "A New Look in Credentialing
,
"
The Clearing House , Volume 44, No. 3, November, 1969, pp. 137-138.
^Office of Education, U. S. Department of Health, Education and
Welfare, Proposed Standards for State Approval of Teacher Education , Cir-
cular No. 351, Revised, Mary Ellen Perkins, Chairman, Accrediting Stan-
dards Revision Committee, (Washington, D. C. : Government Printing Office,
1967). Hereafter referred to as Circular 351.
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The strength of this approach lies in its potential to bring
togethei the best talents within a broader spectrum of the profession.
At the present time 36 states report extensive use of the approved pro-
gram approach to certification, and in fact it has become the vehicle
whereby forward-looking states have found the freedom to move in many
promising new directions."^
The program has been judged "successful" and defensible in states
where it has involved more than merely
"wading through the catalog and decreeing approval in absen-
tia; where it has been something that people have become involved
in; where there is visitation to the colleges; where there is
examination by school practitioners, college professors, and others
of the facilities, the libraryg the faculty, and the program of
the institution in question."
The significance of state approval as an index to quality, however,
varies widely from state to state. In states where the state education
agency (SEA) continues to exercise exclusive control over a rigid group
of requirements, program approval may indicate a mere transference of
the "paper work" of certification to the participating institutions. At
the other extreme, blanket approval of preparation programs without ade-
quate initial quality control and renewal may in fact encourage medio-
crity and irresponsibility within the teacher training institutions.
Stinnett, ££. cit . , p. 33, corroborated by the author's own
questionnaire which showed 6 states using the credit course approach,
36 states using the approved program approach and 1 state using per-
formance-based teacher certification.
1
8
From the Keynote Address by Dr. Roy Edelfelt at a Conference on
The Profession's Role in Certification, sponsored by the New York State
Teachers' Association Commission on Teacher Education and Professional
Standards, Saratoga, New York, November 7-8, 1969. The entire address
and report of this conference may be found in The Profession ' s Role in
Certification
,
published March, 1970.
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Thus, the success of the approved program approach depends upon a mul-
titude of contributing factors. As a tool, it has great potential for
allowing constructive change to take place. Only one familiar with the
practices in a given state would be qualified to judge how well it was
accomplishing these goals.
Teacher Advisory Councils, Committees and Commissions
Advisory councils for teacher certification began to be established
about 1933. By 1970 all states reported some form of advisory board on
teacher education and certification, variously identified as councils,
committees or commissions. In 14 states these bodies were created by
law, (Alaska, California, Connecticut, Florida, Illinois, Indiana, Kan-
sas, Kentucky, New Hampshire, New Jersey, Oklahoma, Oregon, Tennessee and
Texas); in others the councils are extralegal, having been appointed by
the state boards of education and the constituency appointed or nominated
by tne chief state school officers.
Four states, (California, Illinois, Kansas and Kentucky), reported
two advisory bodies, one voluntary and one created by law. In several
states a professional practices commission or professional standards
board serves in an advisory capacity without specific authorization by
19
law. The membership in each of these bodies is generally intended to
represent the major segments of the teaching profession, and the philoso-
phy behind this movement has been to democratize the process of esta-
blishing and enforcing state requirements by involving a broader repre-
L9
Stinnett, ojk cit
.
,
p. 40.
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sentation of the profession. The effectiveness of the groups has varied
from state to state. In general, however, it seems to be agreed that
the mechanism itself has brought forth a closer working relationship
between the state education agency, the institutions, and the practicing
personnel in the schools. The primary focus of such groups, however,
still remains on the state education agency and its responsibilities.
Viewed alone, the advisory councils, in general, merely advise, and the
locus of authority remains with the state education agency.
Professional Practices Commissions
The most recent trend in the decentralization and democratization
of certification procedures has been the passage of professional prac-
tices acts which have created professional practices commissions or pro-
fessional standards boards made up of a wide representation from the
major segments of the teaching profession. In 1962 only one state,
Kentucky, had a Professional Practices Commission. In the period between
1965 and 1970 an additional fifteen states had added Commissions, and
there are currently 10 other states with commissions pending. However,
as of this writing only three of the existing commissions, Florida, Ore-
20
gon, and Nebraska, are fully staffed.
The functions of these commissions and boards are to develop and
enforce standards of performance and ethical practice, as well as to
serve as advisory groups in the application of certification standards
20
Roy A. Edelfelt, "Progress in Professional Practices Legislation,"
NEA Journal
,
February, 1968, pp. 64-65, corroborated in an interview with
Hugh B. Ingram, Administrator, Florida Professional Practices Committee,
November 2, 1970.
34
in certain cases.
Two units of the National Education Association (NEA) — the
Teacher Education and Professional Standards (TEPS) and the Professional
Rights and Responsibilities Commissions (PR&R) — have developed sug-
gested criteria for the legal establishment of professional practices
commissions and professional standards boards. They have also suggested
responsibilities for each of these groups as a means by which the teach-
ing profession may assure adequate responsibility and accountability for
the competent performance and ethical behavior of its members.
The design advocated by the TEPS and PR&R Commissions would be to
establish two categories for the regulation of standards of the profes-
sion standards of preparation and standards of practice . The former
is seen as being within the purview of professional standards boards,
while the latter function relates to professional practices commissions.
The documents to which these descriptions allude define a professional
practices act as "a legislative action identifying the responsibility
for the. establishment and application of standards of practice for all
members of the teaching profession who hold authorization to teach by
state license.” A professional practices commission is defined as:
"A legally recognized group composed of individual representatives of the
teaching profession who are authorized to deal with standards and prac-
tices of ethics, competence, and academic freedom where protective or
^T. M. Stinnett, "Teacher Certification,” Encyclopedia of Edu-
cational Research
,
4th ed., (New York: The MacMillan Company, 1970),
p^ 1413.
35
O O
disciplinary action may be needed."
A professional standards board is defined by the Joint Committee
on Professional Standards Boards as "a non-political, legally recognized
agency assigned responsibility for (a) developing requirements and poli-
cies governing accreditation of teacher education institutions, issuance
and revocation of licenses, and assignment of personnel; and (b) conduct-
ing studies to improve standards of licensure, accreditation, and assign-
23
ment
.
As legally constituted bodies, these commissions and boards serve
as juries of peers in teaching to bring the weight and judgment of the
organized profession to bear on providing competent practitioners and
practices under professional working conditions. In almost every case
the professional practices commission was initiated by the professional
associations within the state, representing, in a loose spirit, a move-
ment toward self-governance of the membership within the profession.
Broadly interpreted, the implication is that the public would retain the
responsibility for the quantity of education, and the profession would
accept more of the moral responsibility for the quality of education.
In the several states that have practice setting bodies, these
commissions hold varying degrees of power, including legislative (set
rules), judiciary (hold hearings), and/or executive (assign responsibi-
°2
^ T. M. Stinnett, Edna Frady and Geraldine E. Pershing, A Manual
on Certification Requirements for School Personnel in the United States ,
l%7~ed.
,
(Washington, D. C. : National Education Association, 1967), p. 41.
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lities)
. In some states these powers are very limited, and the commis-
sions may have only the ability to call upon other arms of the government
for direct action. In other states, such as Florida, all of these powers
are vested at least to some degree in the Professional Practices Commission,
and the body becomes in essence the professional regulatory agency for
the public school profession.
One drawback to the efficient functioning of these bodies has been
the fact that in all but three states there was already in existence a
functioning advisory board of some sort (two of the eleven created by
law being professional practices commissions), and the integration and
coordination of these bodies has posed some problems in the states where
9 /
they have been established.
The NEA National Commission on Teacher Education and Professional
Standards (TEPS) and Professional Rights and Responsibilities (PR&R) are
currently conducting a joint project to develop model legislation on
practices and standards to guide state education associations and their
affiliated groups in seeking the action of state legislatures. At pre-
sent it has not been determined whether such legislation should empower
one agency to perform the functions of both a standards board and a prac-
tices commission such as the one in Oregon, or whether two agencies should
be established as recommended originally by the NCTEPS . Each state will
no doubt approach the question somewhat differently depending upon the
existing structures and conditions within its own state.
In general, however, the several state professional acts currently
24
Ibid.
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in effect: (1) recognize that teaching is a profession and therefore
should have the responsibility of assuring competent and ethical prac-
tice and be held accountable for the conduct and ethical practice of its
members, and (2) create a commission varying in membership from 12 to 42,
broadly representative of the profession, with the majority of members
25being classroom teachers.
rae effective organization and support of Professional Practices
Commissions provides exciting implications for new working relationships
among the state education agencies, the training institutions, and the
profession. Not only could these bodies become effective mechanisms for
enforcing high professional standards when a teacher becomes employed,
relieving to a great degree the regulatory responsibilities of the state
education agency, but also a movement is now being seriously considered
to shift the responsibility for reviewing questionable teaching certifi-
cate applications (e.g., out of state applications, candidates who have
had field experience but lack formal training, etc.) to these boards for
screening and/or approval. The ramifications of these ideas and direc-
tions hold many implications for new, dynamic relationships between the
professionals and the institutions of the future.
Certification Review Committees
Sixteen states (Connecticut, Georgia, Hawaii, Indiana, Kentucky,
Maine, Maryland, Michigan, Nebraska, New Hampshire, New Jersey, Oklahoma,
25
T. M. Stinnett, Manual on Certification, 1970 ed.
,
pp. 41-43.
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Oregon, Pennsylvania, South Dakota and Utah), have established indepen-
dent review or appeals committees in an effort to democratize the process-
ing of applications of candidates whose official records may show some
deviations from the precise prescriptions of a given state but who may
have other qualifications that deserve consideration - related experien-
ces, relcted content and professional courses, or unusual educational
background or experiences. This effort aims at providing the same type
f
l
e5-ibility in credentialing that has been suggested for teacher edu-
cation programs. Some of these review or appeal groups are informal, some
are restricted to certification staff, and some are full-fledged com-
26
mittees.
New Approaches for Quality Assessment
and Personnel Utilization
A second direction which educators have been taking in recent
years is in the development of new procedures for quality assessment
and ultimately for quality teaching by examining not only the certifica-
tion process, but also the pre-service and in-service programs and their
inter-relationships to each other and to the certification and renewal
program as a whole.
Performance-Based Criteria for Teaching
Alvin P. Lierheimer, Assistant Commissioner for Higner Education,
New York State Department of Education, has suggested that what we really
26
Ibid.
,
p. 43.
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need to know about a teacher at the point of certification or licensure
is: "Does this person have the understanding of the situation and the
ability to diagnose the problems? Does he have in his kit the right
kind of techniques to view, evaluate, feed back and alter his behavior
2 7
accordingly .
"
Throughout the nation there is an increasingly strong conviction
that teacher preparation programs and certification should try to deter-
mine the person's ability to perform rather than to state the prescribed
experiences he has had or behaviors he should have. As Edelfelt said,
Everybody would like to say, 'We will assess our educators, our teachers,
on the basis of performance criteria in granting certification.' But on
what criteria, established by whom, and how applied?"28 These difficult
questions, and in fact the basic concept of performance criteria for
teachers, are being dealt with by groups of educators throughout the
nation wich varying degrees of frustration and success.
Performance-Based Teacher Certification: What Is It?
H. Del Schalock, of the Oregon State System of Higher Education,
believes that the performance-based approach to certification must pro-
ceed from a new set of assumptions. Rather than acknowledging course
credits and test scores as the acceptable basis for predicting the success
of a prospective teacher. Dr. Schalock proposes that:
27
Allen Lierheimer, "An Anchor to Windward," The Profession's
Role in Certification
,
op . cit .
28
Edelfelt, ojd. cit
.
,
p. 11.
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a more systematic specification of that which is
as well as more stringent criteria for knowing
duced within teacher education;
to be known
,
must be intro-
- knowing, and the ability to apply that which is known, are twoifferent matters, and the certification of teachers shouldfocus as much upon that which a prospective teacher is able todo as it does upon that which he knows;
the criteria for assessing that which a prospective teacher
can do should be as stringent, as systematically derived, and
as explicitly stated as the criteria for assessing that whichhp knnva •
- the assessment of both that which is known and that which canbe done must be carried out and described systematically; and
when a prospective teacher has demonstrated that he knows and
can do that which is expected of him, and only then, should
he be granted certification.
The state of Florida has been one of the forerunners in the study
and application of performance-based criteria and has in fact provided
some guidelines for other states that have most recently begun to ex-
plore this revolutionary new approach. For this reason much of the ma-
terial concerning this area of study will be abstracted directly from
an unpublished paper, "Performance-Based Teacher Certification: What
Is It and Why Do We Need It?" by Fred Daniel, Associate fcr Planning and
Coordination for the Florida State Department of Education. 30
Dr. Daniel writes that it is much easier to defend the need for
H. Del Schalock, "The Focus of Performance-Based Certification:
Knowledge, Teaching Behavior, or the Products that Derive from a Teacher's
Behavior," a paper prepared for the Performance-Based Certification Con-
ference, the Florida State Department of Education, Miami Beach, Florida,
May 19-22, 1970.
30
K. Fred Daniel, "Performance-Based Teacher Education: What Is
it and Why Do We Need It?", an unpublished paper prepared for and dis-
tributed by the Florida State Department of Education, Tallahassee,
Florida, August 3, 1970.
41
performance-based teacher certification than it is to provide a precise
definition of the concept. He suggests that in trying to define the con-
cept it may be useful to consider its two parts - "performance-based"
and "teacher certification" - separately. Teacher certification is, of
course, the process by which a state or other governmental unit identi-
fies those persons who are eligible for employment as teachers. (The
term teacher is being used broadly here to include counselors, adminis-
trators, and any other professional personnel in education for whom
certification might be required.) The assumption underlying teacher
certification is that it is possible to devise a bureaucratic process
which will distinguish those persons who are qualified to perform as
teachers from those persons who are probably not so qualified. "Per-
formance-based suggests that the collection of evidence verifying the
candidate’s ability to perform as a teacher is a central function in the
bureaucratic process of teacher certification. The addition of "per-
formance-based" as a qualifier to "teacher certification" specifies the
kind of evidence which is most appropriate for identifying those persons
who should be considered qualified to perform as teachers in public
schools. Such evidence would relate directly to teaching performance
.
Dr. Daniel suggests that no clear dichotomy exists between "per-
formance-based teacher certification" and "non-performance-based teacher
certification." Rather, it may be more appropriate to perceive a con-
j tinuum with demonstrated teaching performance at one end and character-
istics which can be identified outside the teaching situation (e.g.,
intelligence tests scores, personality traits, knowledge of subject
i
matter) at the other. A teacher certification process which might be
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located at the center of the continuum would rely equally on performance
factors and non-performance factors. Teacher certification processes
located at either end of the continuum would rely on performance factors
exclusively or on non-performance factors exclusively. 31
The proponents of performance-based teacher certification, includ-
ing Dr. Daniel, believe that teacher certification practices should move
toward the performance-based end of the continuum. There is little
agreement,, however, as to how far such movements should go and how fast
OO
such movements should proceed.
Why Co We Need It?
Advocates of performance-based teacher certification programs
agree that it is needed simply because it makes sense. Obviously a
demonstrated ability to teach is the best evidence of teaching ability.
Since teacher certification is supposed to identify those eligible to
be employed as teachers, the teacher certification process should rely
heavily upon evidence which verifies the ability of candidates to per-
form as teachers. In addition, the adoption of performance-based ap-
proaches to teacher certification would enhance the credibility of the
certification process, and at the same time strengthen teaching as a
profession. If it were possible to describe to the public the skills
A preliminary survey to the American Association of Colleges for
Teacher Education (AACTE) showed that 18 states were currently engaged
in developing performance criteria for teachers, 17 states responded No
but interested, and only 9 expressed no Interest in planning this kind
of activity. (September, 1970.)
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and knowledge which teaching candidates were required to demonstrate,
and if it were also clear that these skills and knowledge are not nor-
mally possessed by persons who are not prepared to teach, public confi-
dence in the profession of teaching would certainly swell. This revo-
lution could also be expected to have a salutory effect on the self-image
33
of teachers.
Many educators have been reluctant to endorse changes in teacher
certification practices to reflect this critical dimension, however, be-
cause of their misgivings about teacher evaluation. Procedures for
evaluating teaching performance which could be used reliably and safely
in a oureaucratic process of teacher certification simply have not been
available. Research studies dealing with teacher effectiveness number
in the thousands. Yet, findings with practical applicability or wide-
spread endorsement are few. Professional educators and state officials
have therefore had to be content with existing certification practices
although they may have felt quite uncomfortable defending them.
The Florida Plan
The following description of the Florida approach to performance-
based teacher certification is an example of one state’s plan to move
toward performance criteria for teachers. The Florida plan has the
following characteristics:
1. It is designed to move teacher certification practices gradually
but steadily toward the performance-based end of the continuum.
Rather than throwing out the old system and putting in a new
one, it is a planned evolution of change.
33Daniel, oj3. ci t .
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The suc cess of the plan will depend upon the success of ±n-dividuals and ins titutions within the state in develoDin~
an d implementing new techniques for training personr^!^
evaluating thgir performance
. Institutions involved includelo ca! school districts, profe ssional organizations.' cqIIpp^.
^universities. Providing assistance to HT of these inst i-tutions is an integral part of the plan.
The starting point for developing evaluation systems and train-
ng systems is the identification of specific teaching skills
and knowledge judged by professional educators to be relevantTraining procedures for each skill or unit of knowledge aredeveloped separately. Evaluation procedures are coordinated
with each training component or module. Thereafter, compre-hensive performance-based training and evaluation programs
are developed piece by piece, with traditional components
being replaced by performance-based components as the latterbecome available.
tew changes in state laws or regulations have been necessary in
Florida since the state certification regulations already provided for
an approved program approach to teacher certification. The State Board
of Education Regulations regarding the approval of institutional programs
did not prohibit approval of institutional programs which used perfor-
mance criteria rather than course credits for recommending candidates.
Thus, no changes in regulations were needed although some changes in
procedures for administering program approval were required. Most re-
cently Florida's Teacher Education Advisory Council, (the official agency
for advising the State Board of Education on matters related to teacher
education and certification), has recommended that the state regulations
be written to encourage rather than simply to permit performance-based
approaches to teacher education. In addition, the 2nd Annual Report of
the Florida Educational Research and Development Program (February 23, 1971)
34
Ibid.
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set forth expectations aimed at transforming three significant educa-
tional ideas into possibilities. The Board of Governors has specified
the following targets:
y IvZcj By the end of 1972, techniques for improving educa-
tional management will be available and readily accessible to
axl school districts in Florida. These will include techniquestor ^a) obtaining criterion-reference measures of pupil achieve-
ment in grades K-6 in basic skill areas taught in those grades,
fb) obtaining detailed analyses of educational costs, and (c)
obtaining analyses of the effectiveness of resource utilization,
with recommendations for improvement.
oy 1974 By the end of 1974, competencies expected of teaching
personnel in elementary and secondary schools will be clearly
identified. Evidence will be available showing relationships
between teacher competencies and pupil learning. Teacher train-
ing techniques will be available for use in pre-service and in-
service teacher education programs which are aimed at the speci-
fied competencies. Evidence will be available to State policy
makers which shows the extent to which teacher effects on pupil
learning support various credentialing requirements.
By 1976 By the end of 1976, techniques will be available and
accessible to each school district which will make it possible
for every child who is not severely handicapped to master the
basic skills of communication and computation during the elemen-
tary grades of schooling at an average per pupil cost which is
within the range of the normal operating budget of any school
district in Florida.
Although policies relating to pre-service teacher education and
initial certification required little modification, major changes were
necessary in legal guidelines for in-service teacher education. These
new developments began with a change in policy which was enacted by the
Florida Legislature. Traditionally, the continued professional develop
ment of the teacher was the responsibility of the teacher himself. How
Florida State Department of Education, The Florida Educational
Research and Development Program
,
2nd Annual Report, Floyd T. Christian
Commissioner, (Tallahassee, Florida, February 23, 1971), p. 17.
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ever, since local boards of education were responsible for the quality
of education, the legislature placed the responsibility for in-service
education with those boards. It was felt that the local boards should
provide for the in-service education of teachers in order to maintain
the quality of education in a changing society. To implement this poli-
cy, the State Board of Education adopted regulations to provide for the
approval of in-service teacher education programs to be conducted by
local school districts. After completing a self-study and after a
visit by an evaluation committee, a local school district may secure
approval of its in-service education program. Such approval allows
teachers to extend (i.e., renew) their certificates in lieu of additional
36
college work.
To date no regulations have been enacted in Florida allowing or
encouraging agencies other than school districts and accredited colleges
to conduct teacher education programs, and the teacher education pro-
grams conducted by local school districts are currently restricted to the
in-service level. Joint programs are encouraged, however, although
legal provisions have not yet been enacted to make agencies jointly
responsible for the quality of their graduates.
The Florida State Department of Education coordinates plans for
designing and disseminating individualized teacher education modules
whi cl: employ a performance-based approach to training personnel in spe-
cific skills or knowledge and which can be adapted into ongoing pre-
36
Daniel, ojd_. cit .
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service and in-service teacher education programs. The State Teacher
Education Advisory Council supervises the development of teacher edu-
cation guidelines. Eventually these guidelines will be available in
all teacher education areas and will be used by persons designing teacher
education programs and also by persons evaluating those teacher educa-
tion programs.
The State of Florida has taken the position that performance-based
teacher certification cannot be implemented satisfactorily until the
needed teacher training technology is available. The State has set out
to develop this technology piece by piece, using whatever resources
might be available .
^
Administaring Performance-Based Teacher Certification
It would appear that the effective administration of a state-wide
performance-based teacher certification system would depend almost
entirely upon an effective system for program approval. A performance-
based system places the greatest responsibility on the teacher training
agency. Thus, the program approval operation must have built-in proce-
dures for accountability on the part of the teacher training institutions.
If performance-based teacher certification is to in fact establish and
maintain quality standards for education, there must be a way within
the system to verify the quality of the performance of the graduates.
Initial program approval may be made on the basis of professional judg-
48
ment regarding the content and procedures employed in the program, but
continued approval must be based on the proven performance of the gra-
duates of that institution. 88
University of Massachusetts Program
Given the freedom to develop revolutionary approaches to teacher
preparation, several universities throughout the nation are coming up
with dramatic, new plans. One such center is the School of Education
at the University of Massachusetts.
Among the innovative ideas being tried is the identification of
specific performance criteria based on task analysis as a planning prin-
ciple in teacher education. These performance criteria, as they have
been defined, are essentially behavioral objectives. They state the
behavior expected of the teacher, under what conditions the behavior will
be performed, and how the behavior will be evaluated. At least two in-
structional alternatives are provided for each performance criterion,
with an emphasis on multiple program alternatives.
Performance criteria and the resultant potentially varied learning
experiences have been developed in three broad conceptual areas relating
to teaching -content knowledge, behavioral skills, and humanistic skills,
ihese three areas have implications for a hierarchy of areas of compe-
tency necessary for superior teaching: 1) mastery of content knowledge
produces subject matter competency
; 2) mastery of content knowledge plus
behavioral skills produces presentation competency
; 3) mastery of content
49
knowledge plus behavioral skills plus humanistic skills produces £ro-
l^ssional dec^-m^ 1kiU3.39 See Flgure x ^
COMPETENCY PRIMARY SKILLS
NECESSARY
SECONDARY SKILLS
NECESSARY
1. Subject Matter Content
Knowledge
2. Presentation
Competency
Behavioral
Skills
Content
Knowledge
3. Professional
Decision-making
Competency
Personoiogical
Skills
Behavioral Skills
Content Knowledge
Fig. 1. — Hierarchy of Competency Skills
The entire area of performance evaluation unquestionably leads to
dif icult questions which will have to be answered by both teacher trainers
and state education agency personnel including:
.Who is responsible for deciding whether the objectives
that the teachers are setting for themselves are import-
ant?
.How do processes of inquiry relate to the determination
of performance adequacy?
For a more thorough analysis of this program see "New Perspec-
tives in Teacher Preparation." by Dwight W. Allen and Richard M. Krasno,
The National Elementary Principal
,
Vol. XLVII, No. 6, May, 1968, pp. 36-
42.
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.Row do you determine whether the instruction being offeredis adequate?
.How does pupil learning relate to the determination of
performance criteria?
.If adopted, then what steps should colleges take?
.If adopted, what steps would be required in developing
operative performance evaluation programs? (Row could
the SEA, universities and profession work together to
develop these programs?)
•Who determines the definition of "good" teaching as it
relates to performance on the job?
.What kind of organization is essential to meet the pro-
blems of performance evaluation?^ 0
it would be inaccurate to identify the acceptance or even
the interest in performance-based teacher certification as a nacional
trend in state education agencies throughout the country from the evi-
dence that is available at this time in the published literature, it is
well to recognize that Florida, Washington, California, Texas, New York,
Massachusetts, Pennsylvania, New Hampshire, Michigan, Minnesota, and New
Jersey have been for some time considering these concepts as bases for
alternative approaches to teacher education and certification. Accord-
ing to a recent survey, eighteen states are developing means for a
performance-based certification of school personnel/ 1 Washington,
Florida and Massachusetts have been among the
Report of the National Symposium on Evaluation in Education spon-
sored jointly by the New York State Education Department, Division of
Teacher Education and Certification, and Buffalo State University College -
Teacher Learning Center, distributed by Alvin P. Lierheimer, Assistant
Commissioner for Higher Education, State Education Department, Albany,
New York.
41
AACTE Survey on Performance Criteria for Teachers, September, 1970,
Karl Massanari, Director. (One DuPont Circle, Suite 610, Washington, D. C.
,
20036)
.
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leaders in this effort. "Teacher Certification and Preparation in Massa-
chusetts," a bold approach to realistically designed teacher preparation
and certification requirements, was rejected by the Massachusetts legis-
lature in the 1969 session, but the plan continues to draw support from
educators, and its future is far from dim.
Activities in Minnesota include the adoption of guidelines for
using performance standards in certifying non-instruction personnel.
Professional meetings dealing with the performance approach have been
held recently in Kansas, New Jersey and New York, and the states of
Utah and Maryland have also been actively involved in follow-up activi-
ties since their participation in the Florida Training Session on Per-
formance-Based Certification in May, 1970.
Washington Certification Program
Recent efforts of the state of Washington relating to the develop-
ment of guidelines for certification based upon performance objectives
and behavioral outcomes may well be precedent-setting. Washington's new
standards would appear to be unique in at least the following respects:
-They are process-oriented rather than content-oriented;
-They are themselves performance standards for the agencies and
agents which must be involved in establishing behavioral criteria and
preparation programs for each category of school professional personnel;
-They emphasize and encourage change so that behavioral objectives
of preparation are relevant to the changing role and characteristics of
education and educational personnel;
-They require that preparation programs be developed in such a
52
manner that an 'open system' is not only supported but is essential to
the success of the program; and
-They place evaluation in its proper perspective as an integral
part of the feedback process within preparation, which in turn enables
trainees to assess where and what kinds of additional learning experi-
ences are needed to develop competencies and behavioral outcomes that
have been identified as essential to effective teacher performance.^ 2
Implicit in these principles and standards is a new design for
pre-service education in the state of Washington.
This design demands that: (1) prospective teachers have more
learning experiences in realistic settings earlier in their pre-
paration programs; (2) teacher education curriculum and experi-
ences be developed systematically and purposively to allow for
individual progress and individual uniqueness in achieving speci-
fied behavioral objectives; (3) teacher preparation speak to the
differing competencies and requirements asked of teachers by
different school and community settings; (4) all preparation ex-
periences provide opportunity for prospective teachers to trans-
late and apply knowledge and theory in realistic situations;
(5) teacher education provide learning experiences which assist
prospective teachers to develop competencies in human/personal
characteristics as well as in subject matter areas and pedagogy;
and (6) responsibilities of beginning teachers be different from
those of experienced teachers, for preparation will continue
during initial years of service."
Lillian V. Cady, "Preparation of School Professional Personnel
in Washington State," a summary of statements presented to the Annual
Conference of the National Association of State Directors of Teacher
Education and Certification, June 2-3, 1969, distributed by the State
of Washington, Superintendent of Public Instruction, Olympia, Washing-
ton.
Lillian V. Cady and Wendell C. Allen, "Preparing Teachers to
Meet Change: One State's Approach," Reprinted from Educational Tech-
nology
,
1970, distributed by the State of Washington, Superintendent of
Public Instruction, Olympia, Washington.
53
The new Washington State standards identify three kinds of certifi-
cated personnel: teachers (the primary responsibility is instruction);
administrators (the primary responsibility is general school administra-
tion)
; and educational staff associates (the primary responsibility is
providing specialized support to teachers and administrators - Included
here are counselors, media personnel, psychologists, etc.).
Since it is assumed that levels of performance of personnel will
vary, the new standards also establish four levels of performance within
e
.
ac^ certificate category: (1) preparatory — for persons in initial
preparation experiences such as laboratory work, internship, student
teaching; (2) initial for the beginning practitioner; practice will
be supplemented and complemented by continuing preparation experiences;
(3) continuing for the full-fledged professional who has developed
and demonstrated a level of performance on all objectives deemed necessary
for effective professional practice; and (4) consultant — for personnel
within a local district who have a responsibility for helping with the
preparation of preparatory, initial and continuing level personnel. These
personnel have demonstrated competencies appropriate to their role as
44
consultants.
Training Efforts - the Miami Conference
In May of 1970, a Training Session on Performance-Based Teacher
Certification was held in Miami Beach, Florida, jointly sponsored by the
Bureau of Educational Personnel Development of USOE and the Florida
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Department of Education. This most recent national conference was aimed
at bringing together leaders from all agencies concerned with teacher
education and certification - state education agencies, universities,
and nation professional associations to focus on:
1* identification of the following key ideas and concepts
as they relate to changes in systems for training and cer-
tifying teachers:
a. educational accountability
b. differentiated roles in teaching and teacher education
c. developing a taxonomy of teaching skills and knowledge, and
d. participation in decision making.
2. The designing of typical modules or components in performance-
based teacher education programs (both pre-service and in-
service) .
i. The development of a plan of leadership activities that could
be carried out by participants to encourage changes in systems
for training and certifying teachers.
Many valuable insights and implications were gained as the result
of this conference, but perhaps the most significant product of the con-
ference was the preparation of a summary analysis by each team describing
"where are we," "where we're going," and "how we're going to get there"
in teacher education and certification, with an additional analysis of
"what forces are helping," and "what forces must be overcome." The
implications of these findings are discussed in detail in the final
summary of this report. Suffice it to say here that the Miami conference
was a significant beginning in involving diverse agencies in setting up
criteria and establishing ground rules that would enable people and
institutions to move from talk sessions to action — the emergence of
new relationships and procedures for planning and effecting improvements
in the preparation and certification of educators.
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Differentiated Staffing
Directly related to the idea of performance criteria is another
approach to innovation in teacher education and certification related
more specifically to streamlining or reshaping existing structures
within the system either in whole (the concept of differentiated staff-
ing)
,
or in part (pre-service and in-service programs for teachers).
Differentiated staffing is a concept of organization that seeks
to make more efficient and effective use of educational personnel in the
school community by assigning teachers and other educators appropriate
responsibilities based on carefully prepared definitions of the many
educational functions within a school.
Ihe differential assignment of personnel goes beyond the traditional
staff allocations based on common subject matter distinctions and grade
level arrangements. It seeks to deploy teachers and other staff members
in ways which make the most effective use of their experiences and
talents in addition to permitting them to share in the professional
decision making process of a school.
The concept of a fully differentiated staff involves an analytical
breakdown of the tasks and functions necessary to accomplish the goals
of the schools, and would provide each member, regardless of years of
service, with assignments best suited to his talents and abilities. An
educational needs assessment, performance objectives for students,
flexible scheduling, compensation for services which would be commensu-
rate with levels of instructional and organizational responsibility, and
provisions for self-correction are all characteristics of a differentiated
approach to staff utilization.
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The Extent of Interest
Several states, including Wisconsin, North Carolina, New Jersey,
Florida, Pennsylvania, Texas, and Massachusetts appear to be moving
toward implementing differentiated staffing through changes in state
certification regulations. As many as 200 local districts are reported
to have some aspects of differentiated staffing. 45
Perhaps the most dramatic development relating to differentiated
staffing was the action by the Florida legislature which passed permis-
sive legislation calling for the study and development of a comprehensive
state-wide program of "flexible staff organization." The Florida Depart-
ment of Education, in cooperation with school districts, colleges and
universities
,
and professional associations is in the second year of
this study and will in 1970 begin to implement the first model project
in the state in the Sarasota School District.
Possible Impact of the Idea
If widely adopted, differentiated staffing could stimulate the
remaking of the education profession, since it raises issues about all
phases of teaching and learning. A comprehensive task analysis, if con-
ducted with future needs in mind, is likely to suggest not only the
realignment of present personnel but also the development of new jobs.
Dramatic changes in teacher education institutions will be required to
meet the demands of these new differentiated staffing arrangements which
Caroline L. Tillotson, ed.
,
"Differentiated Teaching Staff - New
Concept," National Committee for the Support of the Public School News
,
1424 Sixteenth Street, N. W.
,
Washington, D. C.
,
January, 1970, p. 2.
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are performance oriented. By abandoning the concept of all teachers as
interchangeable parts, more specialized training can be brought about
by focusing on specific roles. If beginning teachers, career teachers
and auxiliary personnel are to be prepared for many of these specialized
roles, they will need the flexibility to move through new experiences
in more universities, and state education agencies and practicing teach-
ers will be called upon to work together to define these new roles and
to design specific models for their application to meet the needs of
individual situations.
As differentiated staffing becomes a possibility, then care-
fully thought out performance criteria for teachers becomes a
necessity. A school which allowed for the possible diversity
of teachers' roles would be uniquely motivated and able to
analyze and reformulate the criteria by which it would judge
competence in any given teaching task. With such criteria,
teacher training, both at the pre-service and in-service levels,
can be closely integrated with the main concern of^all educa-
tors — the educational development of students."
One of the most serious criticisms of teacher training programs is
that they provide too little and too limited a practicum of teacher
education. There is still too much in student teaching of mimicking
what someone else is doing. Schools of Education throughout the country
are addressing themselves to this change in a variety of ways, but per-
haps the most promising solution to the problem will be in the establish-
ment of a career or training ladder — as represented by differentiated
staffing procedures — through which a teacher trainee may move with a
built-in end toward which he may aspire.
James M. Cooper, "Differentiated Roles in Teaching and Teacher
Education," a paper prepared for the Performance-Based Certification
Conference, sponsored by the Florida State Department of Education, Miami
Beach, Florida, May 19-22, 1970.
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Through differentiated staffing, it is possible that
"a college of education might not be the only route to a teach-ing career; that a variety of systems, timetables, and entrypo nts might be provided for teacher preparation; and that manyin our population might contribute to, as well as benefit from,
tue education of the young. We will clearly need to develop
new alliances, among community, school, and university in order
to develop and train educational personnel who can meet the
challenges of such systems in the future."47
New Emphases in Pre and In-service Programs
A somewhat less dramatic but nonetheless significant trend in
teacher education and certification is the effort of schools and state
education agencies throughout the country to modify existing programs
by reshaping program structures or directions. Local school districts
in several states are being encouraged to develop master plans for in-
service teacher education. The final report of the Blue Ribbon Certi-
fication Committee to the New Hampshire State Board of Education re-
commended that responsibility for planning professional growth be placed
at a local level. The local level could be either at the school dis-
trict level, where that level is large enough to provide for an effec-
tive program, or at the supervisory union level, where a unit of that
size is required for an effective program. Programs could also be
planned cooperatively on regional levels. The committee's recommenda-
tion was that planning for professional growth be assigned as one of the
official and continuing responsibilities of superintendents of schools.
47Office of Education, United States Department of Health, Educa-
tion and Welfare, The Education Professions : A 1968 Report on the People
Who S e rye Our Schools and Colleges
,
Don Davies, ed.
,
(Washington, D. C. :
Government Printing Office, June, 1969), p. 17.
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"If Placing responsibility for professional growth at
the local level is to work successfully, the following three
ingredients should be present:
a. Leadership and assistance for planning should be
provided by the State Department of Education,
working in cooperation with institutions of higher
learning and professional associations. There
should be assistance from the state not only in
devising plans, but also by the sponsoring of pro-
jects providing a stimulating variety of worthwhile
opportunities. Such forums could also be used as a
vehicle toward certification for those who do not
enter teaching by the regular teaching preparation
route and for the re-entry into teaching of former
teachers who need updating.
b. Adequate funds must be made available at both the
state and local level if progress is to be made . . .
c. ...It is recommended that each supervisory union
submit to the State Department of Education a plan
outlining what is to be done . . . followed by a re-
port of what is actually being done ... If such re-
ports are not submitted and implemented by super-
visory unions, then the evidence of continuous pro-
fessional growth required for the renewal of cre-
dentials would be lacking and credentials could
be withheld by the Certification Director..."
The states of Maryland, Florida, New York, and Pennsylvania, as
well as others, have had similar operational plans of this sort for some
time with the responsibility for in-service delegated away from the SEA
and into the hands of more on-the-spot agencies. Other states have
shown signs of interest in this direction through the preparation of
"mini-courses" and/or locally initiated in-service workshops and experi-
ences.
If teacher education were reorganized so that continuous relevant
48
State of New Hampshire, Final Report of the Blue Ribb on Certi-
fication Committee to the New Hampshire State Board of Education ,
January, 1970, pp. 10-14.
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growth experiences were provided for teachers throughout their careers,
then pre-service education and in-service education would become a part
of the same continuum.
It simply will not do any longer to separate pre-service
from in-service experiences. We must, in the process of
specifying teaching performance criteria, set out our prior-
ities in such a way that the credentialing procedure becomes
a formality
,
and professional .growth becomes the criterion
of all training experiences."
”
Cooper suggests that those criteria that are selected for pre-
service programs and those training procedures which are judged rele-
vant at that level should be applied and extended into the in-service
programs.
In so far as we insist on the distinction between pre-
service and in-service training techniques, we simply
reveal our ignorance of systematic criteria by which we
can assess the professionalism of our teachers. But as
soon as we give serious attention to the development of
such criteria the distinction becomes meaningless. The
point here is not that the pre-service and in-service
training are, or should be, identical. Rather, it is
that the procedures and goals of each must become speci-
fic and defensible in a way that they currently are not."
Once tentative decisions are made regarding what criteria a teacher
should meet before reaching a credential and what criteria should be met
later as part of his in-service professional growth, Cooper feels that
education can then begin to design in-service programs with a continuity
and rationality which is lacking in most current approaches.
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Reductions in Numbers and Categories of Certificates
From the literature on certification examined in a recent edition
of Educational Research
,
T. M. Stinnett sees the plea for a reduction
of the numbers and categories of teaching certificates as one of the most
vigorously advocated suggestions for the improvement of teacher certi-
fication. 51 Kinney, too, complains about the "multiplicity and speci-
ficity the classifications of positions for which special preparation
. 52is required by law."
The state of North Carolina addressed itself to this complaint
in its suggestion of new certification classifications of (1) early
childhood education (K-3) ; (2) intermediate (4-9); (3) secondary
(10-12); and (4) special subjects (art, music, etc.). Within each
certification classification there would be differentiated staff and
certificate levels: (a) teacher intern; (b) provisional teacher;
(c) professional teacher; (d) senior professional teacher; and (e)
instructional specialists. In addition there would be two classifica-
tions for auxiliary personnel: (1) school service aid and (2) instruc-
53tional assistant or educational technologist.
Other states have studied or adopted similar plans, but it is the
opinion of the writer that the current thrust in certification innovation
Stinnett, Educational Research
,
op . cit .
,
p. 1413.
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J. P. Freeman, "Teacher Education in North Carolina," an unpub-
lished paper distributed by the North Carolina State Department of Public
Instruction, Raleigh, North Carolina, January 17, 1969, pp. 12-17.
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is in the direction of the study of new performance criteria with a
secondary, but certainly related, implication for differentiated staff-
ing (the utilization process of a performance-based program) and ulti-
mately differentiated certificates.
At the same time that some states are streamlining their existing
structures, however, it must be reported that there are probably as many
other states that are adding additional categories, especially in the
area of instructional assistants or aides. And so the problem continues. 5
”^
New Routes to Teacher Certification
A third major trend in education today is in the emergence of al-
ternate routes to certification
. In addition to the new programs for
teacher preparation which are becoming widespread, a new flexibility in
teacher certification can be found throughout the states. Sixteen states
acknowledge alternative procedures for certification by a higher authority
appeals or review committee. The state of Vermont, for example, has
added an equivalency evaluation by a committee of peers in addition to
a six-week Intensive Training Program to its regulations. Provisions
for new ideas and approaches to certification are finding their way into
more and more accrediating agencies’ policies.
54A study by this investigator for the University of Toledo,
College of Education Team Leadership Development Project, (U. S. Office
of Education, Teacher Corps), March 30, 1971, showed that 16 states were
increasing their levels of teacher certification requirements, 3 states
were decreasing their levels, 16 states indicated No change in certifi-
cation levels, and 5 states indicated that they were unable to respond
because of current studies underway at this time which will determine
just this question.
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Competency Vs. Courses
Roy Edelfelt stated:
If one believes in the importance of looking at per-formance criteria
,
if one believes that a person who canperform a required task for a certain job without taking
a course or without going to college ought to be able toqualify for a job if he has the necessary proficiency -
baUgame
6
^
6 ^ Certification “ then we have a new
This approach has been tried nationally by the Modern Language Associa-
tion which has developed proficiency examinations in the writing, speak-
ing, and reading of foreign languages and in the national cultures.
One educational innovator has in fact suggested that schools should
be free to hire as they wish, among others, teachers who possess out-
standing talents but who might not fit into any preconceived educational
slot, but who might fill the needs of the individual situation or might
be worthy of reorganizing the structure to fit their exceptional talents.
This whole concept of competency vs. courses demands that educa-
tors take a new look at the idea of professionalism, at the concept of
multiple entries into the profession, and the whole notion of a diver-
sified range of professional and non-professional performance levels
for school personnel. The concept undoubtedly has many implications
here for new procedures in teacher education that should be examined,
developed and/or approved in the years ahead by state education agencies,
universities, and other related agencies.
56
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An Op en Pattern for Experimentation
The work-study programs, the career-ladder programs, the Teacher
Corps programs, the Peace Corps returnee programs, the New Careers pro-
grams, and the Career Opportunities Program are just a few of a variety
of new planned and controlled programs in teacher education that have
implications for new relationships and procedures among the persons res-
ponsible for effecting changes in the preparation and certification of
educators. Such programs have already brought about modifications in
the curriculum of participating schools of education, focusing greater
attention upon teaching children of the poor and on urban sociology,
and festering new alliances between poverty area schools, socially con-
cerned interns, and participating universities.
The principles behind the successes (or failures) of these pro-
grams can unquestionably be applied in other situations.
Reciprocity
With the national trend of increasing mobility in the population,
it is essential that reciprocal agreements exist between the states for
the efficient certification of teachers who move from one state to another.
In 1967 only eleven states reported that they were members of some
sort of reciprocity compact or agreement. These states (Connecticut,
Delaware, Maine, Maryland, Massachusetts, New Hampshire, New Jersey,
New York, Pennsylvania, Rhode Island and Vermont), formed the Northeast
Reciprocity Compact, the only regional compact which was in use to any
extent at that time, which was concerned only with the certification of
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elementary teachers. 57
The National Cornell for the Accreditation of Teacher
One of the most important accomplishments of the National Commis-
sion on Teacher Education and Professional Standards (NCTEPS) was the
creation of the National Council for the Accreditation of Teacher Educa-
tion (NCATE) in 1952. In 1956, NCATE was approved by the National
Commission on Accrediting - the national agency set up to appraise and
approve all professional accrediting agencies. 58
In states where there was a continuing influx of teachers prepared
in other states, it was realized that an agency charged with the respon-
sibility of developing nationally acceptable standards for teacher pre-
paration and the authority for appraising each institution in light of
these standards could fill a definite need. In the 1970 Manual on
^g£-t
-
iticat:Lon Requirements for School Personnel in the United States,
the role served by NCATE accreditation in aiding the movement of teach-
ers across state lines was reported as "significant" by twenty-four states
and "some" by sixteen states, while ten states reported "none." Thus,
NCATE was reported as exerting a measure of influence on interstate reci-
procity in teacher certification by forty of the fifty states. 59
At this writing, the Northeast Reciprocity Compact still applies
only to elementary teachers, except for Maryland, and includes the six
New England States, Delaware, Maryland, New Jersey, New York and Pennsyl-
vania. Connecticut does not accept Massachusetts teachers under the
Compact. (Stinnett, Manual on Certification
,
1970 ed.
,
oja. cit
. ,
p. 37.)
58
Stinnett, Manual on Certification, 1967 edition, op. cit.,
p. 35-38.
59
Stinnett, Manual on Certification
,
1970 edition, op_. cit
.
,
p. 36.
66
The membership of the NCATE was designed to represent all elements
in society most directly concerned with teacher education, and the
standards enforced by its agency constitute the judgment and experience
of its membership. The nature and quality of the standards affect all
parts of the program of preparation. (Criticism of the NCATE in the
past has, in fact, been aimed at its failure to realize these goals.)
The evaluations made by NCATE are not concerned with the overall
institutional quality. This is left to the regional accrediting agency
which is responsible for evaluating the general program of the colleges
or universities in the area. NCATE does require regional accreditation
as a prerequisite to consideration of an application for accreditation
for teacher education.
At present only 470 institutions in the country are accredited by
the NGAIE which represents less than 40 percent of the total of 1,246
approved teacher training institutions. The activities of the NCATE
have continually encountered opposition, and it will undoubtedly be some
time before accreditation of preparing institutions by the national
agency, or its acceptance as a standard for certification approval in
every state, is universal. Although NCATE institutions are preparing
about four-fifths of the new teachers graduated each year (up from 60%
in 1960)
,
still the large number of institutions not accredited by the
Council presents a real problem to certification authorities seeking to
achieve the free movement of qualified teachers across state lines.
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several reasons for these restraints, but perhaps basic
to the^ rejection of NCATE by some people and agencies Is the American
public's suspicion of any agency that would come between It and the
direct control of the schools. Despite public information campaigns,
relatively few teachers fully understand the nature or the significance
of NCTEPS or NCATE. Moreover, the teaching profession - which might
have been expected to vigorously support such an effort to secure uni-
formly high quality and conditions of reciprocity, simplifying movement
from one place to another — has takpn 1 -it-t-ion e little active interest in its
defense .
^
Quarrels over its structures, standards and processes have abounded
through the years. However, in 1966 a new constitution was adopted, and
the authority for continuing evaluation of standards and the development
of new standards was lodged in the AACTE. There has been a somewhat
increased movement of support of the objectives and the programs of this
organization since that time, although some elements of the profession
continue to regard the present membership roll as skewed. The original
structure of the NCATE included equal representation of the three major
interests - the practitioners in the lower schools, represented by the
NEA, the preparing institutions, represented by the AACTE; and the state
education agencies, represented by the Council of Chief State School
Officers (CCSSO) and the National Association of State Directors of
Teacher Education and Certification (NASDTEC)
. Critics of the current
(1970) structure point out that there exists an unbalanced ratio of
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power in the present representation which has elevated the preparing
institutions to a commanding position. (The institutions now have 13
representatives, the practitioners their original 6, and the state
legal authorities 2.) It will not be surprising to see these numbers
challenged in view of the rising interest in self-governance and account-
ability within the teaching profession.
It may be, as Stinnett suggests, that the NCATE has achieved the
basic goal for which it was established, that of placing a quality
floor under institutional programs of teacher education. Without a
doubt its work laid the foundation for reciprocity between states.
The Interstate Certification Project
Perhaps the most exciting recent developments in the area of
reciprocity of teacher certification requirements resulted from the In-
ter-state Certification Project, funded under Title V, Section 505, of
the Elementary and Secondary Education Act, and administered by the
state of New York. The project was designed to bring order on a national
scale to the procedures for reciprocity by establishing a design (enabling
legislation and contracts) which can be used independently by each
state. Participating states can set up their own programs in two
stages. The first stage requires enabling legislation for parti-
cipation in the project. (To date 26 states have passed such enabling
legislation and it is speculated that at least 10 more states will pass
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such legislation in the next session of their legislatures
.)
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The second stage requires the development of written agreements
or contracts between states. Although there is a standard contract
form used by all states participating in the Interstate Certification
Project, each state enters into agreement with every other state on
an individual basis, and may or may not sign contracts with all of the
participating states. Each state's standards for certification are
considered individually and evaluated in terms of the standards of the
issuing state. (At the present time 17 states have implemented con-
tracts or reciprocal agreements, and other states are expected to
follow suit in the near future.)
Although there is no direct tie in with NCATE
,
there is a mutual
respect between the two organizations, and the NCATE criteria are often
used for reciprocity standards by Interstate participants. The almost
phenomenal success and acceptance of the Interstate Certification Pro-
ject is testimony itself of the need for its creation. It was, in fact,
one of the few Title V, Section 505 projects which continued when those
funds were reduced by the Green Amendment to Congress in 1968.
As with any project, however, the recommendations of the Interstate
Project have not been met with acceptance by all the states. There are
states and agencies who continue to rely more heavily on NCATE, believing
that NCATE evaluations are more meaningful than those of the Interstate
From an interview with Charles C. Mackey, Associate in Teacher
Certification, Division of Teacher Education and Certification, New York
State Department of Education, September 10, 1970. There are other states
with legislation pending which may, in fact, be enacted within the coming
year. This number represents those states in which the passage seems at
this time a certainty, however.
/o
Certification Project because the NCATE evaluation teams are comprised of
out-of-state people, with the exception of the representatives of the
state education agency and possibly a teacher or administrator from
within the state, whereas the Interstate plan is for the individual state
to evaluate its own colleges with its own personnel and recommend to other
states the institutions that they believe meet the standards for reci-
procity.^
Without a doubt there is hope for the future in the area of reci-
procity, whether these two agencies work together or independently, for
their contributions have already been significant, and the possibilities
of their future accomplishments are quite encouraging.
The Profession Comes of Age
Today s educators have begun to look upon teaching as something
more than an occupation. Teachers have increasingly gained social free-
dom and the right to militantly and politically press their demands in
an organized way. Without a doubt there has developed a significant
national movement toward the recognition of teaching as a profession
and indeed toward professional self-discipline for the teaching profes-
sion.
Certainly one of the more prominent emerging trends in education
From a letter to the writer from Paul Green, Director, Teacher
Education and Certification, Missouri State Deparrment of Education,
Jefferson City, Missouri, September 9, 1970. Outside of the Northeast
and Interstate Compacts, only four states reported that they were parties
to a reciprocity agreement. Iowa still reported membership in the Central
State Compact, but that agreement now appears to be defunct. The other
three states - Colorado, Utah and Georgia - reported the use of NCATE
accreditation as being in the nature of a compact. (Stinnett, Manual
on Certification
,
1970 ed.
,
£]3. cit .
,
p. 37.)
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and in our society as a whole - is the idea of accountability. Helen
Bain, newly installed president of the National Education Association,
recently pointed out that individuals and organizations throughout the
country are demanding greater teacher accountability in order to improve
education. She went on to observe;
But it is pure myth that classroom teachers can ever be held
accountable, with justice, under existing conditions. The
classroom teacher has either too little control or no control
ever the factors which might render accountability either
feasible or fair.
Teachers constitute the greatest resource of educational
expertise in this country. Yet they are often looked upon as
hired hands, ... I contend, therefore, that most, if not all,
of the possibilities for educational improvement are directly
related to self-governance for the teaching profession. Cor-
rective measures should be taken immediately."64
According to Mrs. Bain, the profession should be given authority:
- To issue, suspend, revoke or reinstate the legal licensure of
educational personnel;
— To establish and administer standards of professional practice
and ethics for all educational personnel;
- To accredit teacher preparation institutions; and
- To govern in-service and continuing education for teachers.
One of the major priorities of the NEA for the 70'
s
will be the
achievement of self-governance for the teaching profession, she says, and
a first concern will be the creation of professional practices boards in
states where they do not exist. All of this calls for teachers to develop
Helen Bain, "Self-Governance Must Come First, Then Accountability,"
Phi Delta Kappan
,
April, 1970, p. 413.
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a sophisticated understanding of competence, ethics, due process, and
the public welfare. It won’t be easy, Mrs. Bain admits, "but teachers
could be held accountable if this society were to see the wisdom of
helping the profession devise its own self-governance ."65
Whether one agrees with Mrs. Bain's position or not, the fact
remains that the teaching profession and its representative agencies
are coming of age. One only has to look at the front page of any news-
paper to be poignantly reminded that the teachers in almost every sec-
tion are demanding to be heard. Perhaps the trend will indeed be in
the direction of more direct control of the profession by the profes-
sion. Perhaps not. Only time will tell. One thing is abundantly clear
however, for educational reform in the areas of teacher preparation
and certification to take place in any meaningful context and to any
significant degree, new, positive ways must be found for state education
agencies and the profession to work together toward common goals.
National Efforts
The Miami Conference
Perhaps the most recent effort to bring together, on a national
scale, leaders concerned with the areas of teacher education and certifi
cation in state education agencies, institutions of higher learning,
professional organizations, and the U. S. Office of Education, was the
Training Session for Leaders in Teacher Education and Certification held
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May 19-22, 1970, in Miami Beach. One o, the results of that conference
was a compilation of data by each participating team in terms of "Where
We Are;" "Where We're Going;” "How Do We Get There ; " '•What Forces
Are Helping;" and "What Forces Need to be Overcome."
Because these summaries seem representative of the broadest spec-
trum of those who are involved in decision-making and policy settings
in these two areas, the investigator has used an analysis of these
several summaries, plus additional information related to those particu-
lar areas not covered in the report summaries, in addition to the quan-
tative analysis of the questionnaire data from the present study as a
basis for drawing conclusions regarding the present existing conditions
in teacher education and certification in the United States and the
emerging trends and relationships. This area will be covered in detail
in the concluding chapter of this study.
Texas - AACTE Performance-Based Project
A development to watch in the near future is the American Associa-
tion of Colleges for Teacher Education’s new project on performance-based
teacher education which is being launched in conjunction with a major
state effort by the Texas Education Agency and funded by the Bureau
of Educational Personnel Development of the USOE. In this project, the
AACTE proposes to collect and disseminate information about and to give
direction to the many and diverse efforts focused on performance-based
teacher education that are being undertaken by state departments of
education, colleges and universities, and other agencies. The project
serve as a clearinghouse for information about such efforts and
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provide training opportunities for interested personnel. In addition
it will make in-depth studies of selected centers and publicize promis-
ing practices, periodically developing and disseminating tentative con-
clusions about the state of the art. Phase I of the project is scheduled
from July, 1970, through August, 1971, with a possibility of extension
for three additional years. The first meeting of the Committee on
Performance-Based Teacher Education was held in September, 1970, in
Austin, Texas.
The results of this project are expected to have direction-setting
influence on the focus and trends in teacher education and certification
throughout the country in the months and years to come.
Summary
Consideration of the concept of performance-based teacher educa-
tion and the related certification process is gaining momentum. Cur-
rent usage of the phrase "performance-based," however, may have a
variety of meanings, but the principle actors remain the same - some
legaJly, some as advocates of change, and still others serving as
change-agents. One such group is the state education agency teacher
education and certification leadership personnel. Little is known about
the perceptions of these leaders concerning the emerging leadership
roles and relationships that are related to the performance-based move-
ment. To date, the literature reveals basically organizational or
structural information only in the form of a bureaucratic image. This
limited information brings several basic questions to mind. What is the
representativeness of these people in leadership positions within state
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education agencies; what are their perceptions of change problems, who
and what are the major influences at work to encourage change or prevent
it; and what is the involvement of other education agencies in their
states in this movement?
As part of a study directed at identifying and improving working
relationships between state education agencies and teacher training
institutions, the investigator surveyed the participants of the Train-
ing Session for Leaders in Teacher Education and Certification held in
Miami Beach, Florida, May 19-22, 1970. At the close of the conference
all participants were requested to evaluate the conference in several
general areas. Most particularly, for this investigator’s purposes,
each participant was asked to respond to the following inquiry:
(1) Please list two or three specific ways in which you feel that
working relationships between teacher-training institutions
and state education agencies may be improved with respect
to preparing teachers for certification. Please indicate
if your state has documented the effectiveness of these
methods.
A compilation of these remarks was made, and an inquiry form of
25 statements was designed to include each area of concern or suggestion
for improvement or change identified by the participants' comments.
This inquiry form was mailed to each of the participants in the confer-
ence in the hope that trends in the areas of teacher education and
certification and the relationships between state education agencies and
institutions of higher learning could be identified by such a reaction
poll. A total of 146 instruments were mailed, and 97 instruments had
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been returned at the point of tabulation.
While it was realized that many of the statements were very gen-
eral in nature or suggestive of implications, it was felt that their
inclusion was defensible in that they were direct reflections of comments
made by participants at the conference, and that a total reaction to
these statements might reveal general tendencies in one direction or
another. This was in fact true in many cases, however, the written
comments on the inquiry forms contributed significantly to the general
conclusions drawn by the investigator, although they were not reflected
m the numerical evaluation. (The complete inquiry form and tabulation
of responses are included in the Appendix of this document.
Participants in the conference were organized into teams. Eleven
of those teams represented individual states and were made up of per-
sonnel by and large from state education agencies, universities, and
the teaching profession. Every major geographic section of the country
was represented. Also represented were teams from the various national
professional organizations and associations concerned with teacher prepara
tion and certification as well as the U. S. Office of Education.
Tables 1, 2, and 3 represent a clustering of like items from the
questionnaire form according to agreed upon items (Table 1), items that
had bi-polar agreement (Table 2), and items that showed some degree of
disagreement (Table 3). Within these groupings the tabulated responses
have been collapsed into favorable (I), no opinion (II), and unfavorable
(III) categories for the purpose of showing response patterns.
Most of the items tended to "pile up" responses in the "strongly
agree" (SA) and the "agree" (A) categories, with 12 items showing a
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mean response greater than 4, and 5 additional item means greater than
~ _ 66
J.i. Table 1 reports the analysis of this variable.
TABLE 1
ITEMS REFLECTING STRONG AGREEMENT
1* Persons who teach in teacher training
institutions need to have experience
in public school teaching.
3. There is a need to provide a balance
of involvement between the profes-
sion, state education agency and
the training institution in the teach-
er education program.
4. The colleges and the public schools, as
well as the state education agency,
should be involved in the certifica-
tion process.
8. Financial support for additional time
and facilities for the certification
process is needed.
9. More state and/or national work con-
ferences on certification are needed.
10. More advisory groups are needed to
involve the teacher training institu-
tions and the state education agency
with the public and the profession.
Response Patterns
i ii m
85 4 7
92 1 3
90 4 4
76 12 9
82 10 3
60 18 17
In analyzing the data received, the mean response was computed
for each of the 26 items contained in the instrument. A weight of 5 was
assigned to the "strongly agree" category, 4 to the "agree" category, and
so on to a weight of 1 for the "strongly disagree" category. The number
of responses in each category was multiplied by the weight for that
category, and the sum of the resulting products was divided by the total
number of responses to the item. The modal response was also tabulated
for the analysis.
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TABLE 1—Continued
Response Patterns
I II III
11. Continuous in-service programs for up-
dating teacher skills and competencies
for which certification can be granted
would be preferable to the current
college credit requirements.
73 17 7
14. If certification were an institutional
responsibility the state education
agency should retain the right to re-
evaluate the institution.
94 3 2
16. More feedback from classroom teachers
to teacher training programs is needed. 97 0 0
17. The state education agency should serve
as only one of a series of check points
in the certification process rather
than the exclusive grantor.
77 8 13
22. Certification should be based on demon-
strated instructional skills and not on
''units" for a given number of courses.
91 2 3
23. Revisions in certification procedures
and requirements should be initiated
by the profession.
76 7 14
24. The certification of teachers by a
state education agency should be
viewed by the local education agency
and the profession as a way to
guarantee minimum quality in the
teaching ranks.
81 4 11
25. The opportunity to experiment with
certification should be provided. 96 1 0
Several items showed markedly bi-polar responses, however, These
items indicated areas in which there appeared to be considered differences
of opinions. These items and their tabulated responses are included in
Table 2.
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TABLE 2
ITEMS REFLECTING BI-POLAR AGREEMENT
6 . Teaching certificates should be granted
on a probationary basis and a permanent
license after two years of successful
teaching
.
7. The organized teaching profession has
little or nothing to say about the
qualifications of those who enter the
profession.
13. Once a state education agency has en-
dorsed a teacher training institution
as competent, the responsibility for
certification should be assumed by the
institution.
18. An external monitoring system outside the
present structure should be established
to assure consistency in teacher educa-
tion programs.
19. The state education agency should be
viewed only as a linking agent between
public schools and teacher training
institutions in the preparation and
certification process.
20. Joint employment of personnel by state
education agencies and teacher train-
ing institutions should be established.
21. The state education agency role in cer-
tification should be more service-
oriented than supervisory in nature.
Response Patterns
I n TTT
57 3 36
51 1 45
48 9 39
44 27 25
33 6 52
41 31 23
39 16 25
To a lesser degree, items 5, 12, and 15 also showed some difference
of opinion, since they contain substantially more response in the "strong-
ly disagree" (SD) and "disagree" (D) category areas than in the "No
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Opinion” (No) area. Table 3 shows this analysis.
TABLE 3
ITEMS REFLECTING CONTRAST IN AGREEMENT
Response Patterns
I II III
5. The state education agency and teacher
training institutions work closely with
the profession in setting up approved
certification guidelines.
63 8 26
12. State agencies should accept performance
evaluation provided by teacher educa-
tion institutions.
71 8 17
15. Specific performance objectives should
be established jointly by state educa-
tion agencies and teacher education
institutions
.
74 4 13
The high level of agreement on items 11, 16, 22 and 25 indicated
to the investigator a willingness on the part of leaders in the field of
teacher education and certification to examine current procedures criti-
cally and to experiment with new procedures. However, specific changes
named in other items did not enjoy such a level of agreement.
! lie implications for certification practices and modifications which
can be drawn from the results of this study are tenuous at best. No
trends in the acceptance or rejection of performance-based teacher
certification are immediately obvious from the responses to the ques-
tionnaire although considerable interest in this area was indicated by
the comments which accompanied the questionnaire. The study did identify,
however, an apparently redefined and redirected role for the state educa-
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tion agency (Items 8, 14, 17 and 24 as well as 2 and 19).
In general, the role of the state education agency as the grantor
of certificates appeared to be accepted, although the representatives
of the profession (teachers and agents of professional organizations)
insisted that the profession should be the deciding agency in certifica-
tion or licensure. There appeared to be little support for teacher
education institutions to take over the certificate process.
Ihis study provided indications to the investigator that there are
emerging new and positive roles for state education agencies in the
areas of teacher education and certification, particularly as it relates
to leadership responsibilities in conjunction with the performance-based
movement. Just what these roles will be and how the leadership per-
sonnel in these agencies fulfill these roles is yet to be determined.
Further investigation can help to identify the direction of these changes
and establish landmarks for meeting the needs of future educators, how-
ever. It is to this end that the following study is directed.
CHAPTER III
METHODS AND PROCEDURES
As noted in Chapter I, the purpose of this study was to conduct
an investigation of perceptual and factual information about prevailing
conditions and situations which relate to the process of certification
within state education agencies, and to look beyond the existing legal
requirements of the states by examining the influencing factors with
regard to changes in the philosophical and procedural practices of certi-
fication. It is the intent of this chapter to describe the methods and
procedures used to bring about the fulfillment of this stated purpose.
A descriptive form of research was utilized in collecting, organizing
and analyzing the data in order to produce a general description of the
four areas involved in the study. A normative-survey questionnaire was
developed for distribution to the identified study population in order
to conduct a non-experimental investigation.
Selection of the Study Population
Since it was impractical to include the total professional popu-
lation of the teacher education and certification sections of the fifty
state education agencies in the study, it became necessary for the in-
vescigator to consider a meaningful and appropriate sampling technique.
Broad and extensive coverage were considered essential, since the study
was designed to collect and analyze information on certification prac-
tices throughout the nation. Because the National Association of State
Directors of Teacher Education and Certification (NASDTEC) is the national
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organization which represents the leadership personnel in the field of
teacher education and certification at the state level in the United
States, the 1970-71 NASDTEC membership roster was determined to be an
appropriate representative roll from which the study population should
fS 7be selected.
The study population, identified by professional colleagues in
the teacher education and certification field as leadership personnel,
was selected by consensus of a three member panel of the National Associa-
tion of State Directors of Teacher Education and Certification (NASDTEC)
One hundred and forty individuals, representing approximately 75 per cent of
the total NASDTEC membership, were selected.
In the interest of comprehensiveness and meaningful sampling of the
identified study population, the selection of the respondents was struc-
tured in such a way that no more than five professional personnel were
included from any one state education agency, while at the same time a
f) Qminimum of one participant was identified for each state. This res-
triction ensured that the larger state education agencies with a propor-
A 1970-71 NASDTEC membership roster was sent to the investigator
upon request by Dr. Otto G. Ruff, President, NASDTEC. The roster is pub-
lished for NASDTEC by the National Commission on Teacher Education and
Professional Standards, Washington, C. C. 20036.
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Panel members included William H. Drummond, Associate for Teacher
Education, Washington State, and Chairman, NASDTEC New Approaches Committee;
Charles B. Reed, Assistant Director, AACTE Performance-Based Teacher Edu-
cation Project, Washington, D. C. ; and Gerald J. Sughroue, Coordinator of
Teacher Education and Certification, Nebraska State Department of Education.
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In every case, the State Director of Teacher Education and Certi-
fication of each state was included in the study population.
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tionately greater number of leadership personnel would not bias the study
findings. This stratification of the sampling was also considered advan-
tageous in minimizing the danger of quantitative bias, while at the same
time introducing a secondary element of control as a means of increasing
precision and providing a more effective proportional representation. No
attempt was made to base selection of respondents upon criteria of age,
sex, academic areas, or levels of educational attainment. The procedure
by which the respondents were selected was determined simply on the basis
of their membership in the professional association that represents a
majority of the professional personnel working in the teacher education
and certification sections of the fifty state education agencies, and
recognition by their professional colleagues.
Instrumentation
A normative questionnaire was developed to collect responses from
the identified study population. Although the questionnaire included
both closed and open-ended questions, the majority of questions were de-
signed to elicit responses of an objective nature. Provisions were also
made for respondents to indicate if they had no opinion or did not wish
to respond to any given question.
The general areas of investigation were identified on the basis of
discussions with experts in the field of teacher preparation and certifi-
The phrase normative questionnaire was chosen because the various
response categories of the instrument used spanned the range of possible
responses. In particular, these response categories represented time dimen-
sions, e.g., never, rarely, sometimes, fairly often, and frequently, as
well as attitude scales ranging from negative to positive responses.
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cation. The individual factors used in formulating and clustering the
items used in the questionnaire were determined by an examination and ana-
lysis of the related literature and surveys cited in Chapter II. Open-
ended questions were limited in number and were used as a means of securing
satisfactory and unsatisfactory experience responses, as well as permitting
the respondent to answer freely and fully in his own words and within his
own frame of reference. The response pattern for the questionnaire was
designed to allow for a simple tabulation of the responses in such a way
that the data could be analyzed through the use of mathematical measures
of central tendency and reported in simple percentages.
Instrument validation was a major concern of the investigator. In
order to check the logical validity of the questionnaire, the investiga-
tor focused on the effectiveness of its data-gathering ability in terms
of the characteristics about which it was designed to accumulate infor-
mation. To deal with these concerns, the questionnaire was checked for
format and style by staff members of the Center for Educational Research,
School of Education, University of Massachusetts
.
7x
A reasonable and
acceptable course of action was taken to further establish the validity
of the questionnaire and to validate the content of the questions. Prior
to the actual field-testing of the complete questionnaire, major compo-
nents were discussed with members of the AACTE Performance-Based Teacher
72
Education Project. Before the questionnaire was printed in final
7
^Drs. Ronald Eambleton and Leon Jones.
72
Dr. Karl Massanari, Director, and Dr. Charles Reed, Associate
Director, AACTE Performance-Based Teacher Education Project.
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form, it was field-tested by administering it to members of the New
Approaches Committee of the NASDTEC which had been created specifically
to explore new approaches to the teacher certification process
.
73
This
pretest occurred in Chicago in conjunction with the joint national meet-
ing of the NASDTEC and AACTE. This procedure provided first hand infor-
mation and new insights into problem areas, and a number of significant
issues were highlighted which called for the elimination of some items
and the inclusion of others, as well as several minor changes in format.
The pretest was most beneficial in correcting inadequacies, increasing
clarity, and generally improving the questionnaire so that it could be
more easily understood and completed by the respondents. Such revisions
by means of pretesting and refinement assisted greatly in increasing
the reliability of the questionnaire. In connection with the pretesting
of the questionnaire, an assessment sheet was developed and utilized for
73
The investigator is indebted to the following NASDTEC committee
members who assisted greatly in the refinement of the questionnaire:
Dorothy Blakemore, Coordinator of Teacher Recruitment, California State
Department of Education; M. Mitchell Ferguson, Assistant Chief, Bureau of
Teacher Education, Certification and Accreditation, Florida State Depart-
ment of Education; Eugene H. Yamamoto, Director of Recruitment and Employ-
ment, Hawaii State Department of Education; P. J. Goralski, Director,
Professions Development Section, Minnesota State Department of Education;
Gerald J. Sughroue, Coordinator of Teacher Education, Nebraska State De-
partment of Education; Theodore Andrews, Associate in Teacher Education,
New York State Education Department; Paul W. Hailey, Director, Division of
Teacher Education and Certification, Ohio State Department of Education;
Thomas Walker, Director, Division of Teacher Education and Certification,
Texas Education Agency; Robert B. Vail, Director, Division of Teacher
Education Services, Vermont State Department of Education; William H.
Drummond, Associate for Teacher Education, Washington State Department of
Education; and H. J. Peterson, Administrator, Teacher Certification, Wis-
consin State Department of Public Instruction.
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Che purpose of documenting the pretest respondents' concerns and sugges-
tions. (See Appendix B.)
Based on the performance of those who filled out the questionnaire
during the Chicago pretesting, it can be concluded that respondents
spent an average of fifty-five minutes in answering the questions. To
reduce the response time factor, consideration was given during refine-
ment of the questionnaire to restructuring certain groups of questions so
that they could be answered simply by circling or checking the desired
response. This method also had the advantage of lending itself to ob-
jective and simple scoring techniques.
Content of the Questionnaire
The questionnaire consisted of four sections or clusters of ques-
tions which were designed to provide information about the following areas
(1) the distinctive characteristics of the respondents as a group and the
organizational characteristics of the teacher education and certification
sections within the state education agencies; (2) state education agency
rationale and operational strategy as it relates to the certification
process in each individual state; (3) the respondents* perceptions of
those elements which have significant influence on change in the teacher
certification process; and (4) the individual respondent’s view of his
role in terms of its functional relationship to the state education agency
as an organizational structure.
Section I of the questionnaire was organized into two parts. The
first part was designed to establish the representativeness of the res-
pondents as individuals by collecting the following biographical information:
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U> age; (2) sex; (3) years in present position; (4) years in the state
education agency; (5) educational experience prior to joining the state
education agency; (6) specific position held immediately prior to joining
the state education agency; (7) academic background; and (8) professional
preparation. The second part of Section I utilized questions which were
designed to establish a general organizational profile of the state
education agencies. Figure 2 illustrates one part of the questionnaire
which was designed to establish a profile of the teacher education and
certification of the state education agencies. (See Appendix B for com-
pleiei Section grouping.)
SECTION I — Biographica l anti Organizationa l Profile
Name:
- State:
Respondent's Title: Kale Female
Pergonal
1. Years in present position (Circle one)
1 . 0-1
2. 1-5
3. 5-10
10 - 20
5. More than 70
2. Total years In the Slate Department of Education (Circle one)
1 . 0-2
2. 2-5
3. 5-10
4. 10 - 20
5. More thun 20
3. Years in education prior to Joining Department of Education (Circle one)
1. 0-2
2. 2-5
3. 5-10
4. 10 - 20
5. More than 20
4. Specify the type of position held Immediately prior to joining Department
of Education. (Circle one)
Fig. 2 — Example of biographical profile items.
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The data received in response to Part Two of Section I related to
the following: (1) number of professional staff in state education agen-
cy; (2) number of professional staff in the teacher education and certifi-
cation section; (3) amount of general operational budget allocated to the
teacher education and certification section; (A) approximate percentage
that the a] located amount for teacher education and certification repre-
sents of the total operational budget for the state education agency;
(3) approximate number of applications for certification received annually;
(6) approximate number of certificates granted annually; (7) number of
possible levels of certificates available; (8) location of teacher educa-
tion and certification section within the total organizational structure;
and (9) section or sections within the total state education agency organi-
zation to which the teacher education and certification section is most
closely related functionally. Figure 3 displays an example of items used
to provide responses necessary to establish an organizational profile.
(See Appendix B for complete questionnaire.)
Orggy. i ?.'i 1 1 o>ia l profile
9 . Number of professional staff ocher than clerical in the entire
State Department of Education. (Circle one)
1. 1-25
2. 26 - 50
3. 51 - 75
6. 76 - 100
5. 101 - 200
6. 201 - 3C0
7. 301 ar.d over
10. Number of professional stiff In Department's Teacher Education and
Certification Section. (Circle one)
1. 1-2
2. 3-3
1. 6-10
4. 11-20
5. 71 - JO
6. 31 - 50
7. 51 - 7
J
8. 76 and over
Fig. 3 — Example of organizational profile items.
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Section It of the questionnaire provided information relating to:
Cl) the operational philosophy of the state education agency and whether
this philosophy is currently meeting the needs of the respondents' state
education system; (2) what efforts are being made to keep the certification
policies and procedures relevant to the needs of the state education
system; (3) anticipated time lapse before changes will take place in
certification philosophy; and (4) directions in which the anticipated
changes are going. Figure 4 provides examples of items used in Section
II. (See Appendix B for the complete format of Section II.)
SECTION II — Operational Philosophy and Strategy
1.
Which of the following beat describes the current operational philosophy
being emphasized by your state's Teacher Education and Certification
program? (Circle appropriate item)
1. Credit course oriented
2. Approved program approach
3. Performance-based
4. Other (specify)
2.
Which of the following statements best describes your state's operational
philosophy as it relates to the process of certification? (C'.rcle one)
1. Satisfactory - it is meeting the needs of our state
2. Needs improvement - not relevant to the needs of state educational
system
3. Under study - plans are being formulated to up-date certification
operational philosophy
4. Other (specify)
Fig. 4 — Example of operational philosophy and strategy items.
Section III dealt with responses concerning operational and develop
mental stimulants and constraints. The responses to the items in this
section provided especially significant data which the investigator has
analyzed fully in the conclusions in Chapter V. The data collected from
this section of the questionnaire has been reported in three major areas:
(1) significant factors that constitute problem areas that have placed
or would place constraints upon the improvement or operation of the certi-
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fication process; (2) considerations of the involvement of various educa-
tional groups with change characteristics associated with the performance-
based movement in teacher education and certification (e.g.
,
teacher
training institutions, legislative groups); and (3) respondents’ percep-
tions regarding the influence of identified groups or agencies in bring-
ing about needed change in the certification process. Figure 5 displays
the types of items used in Section III. (See Appendix B for complete
list of items.)
SECTION III — Operational and Developmental Stimulants and Constraints
1. Is the certification process, as it currently stands, being criticized
by various groups in your state? YES NO (Check one)
2. In order to adequately assess the certification process, it is necessary
to know as accurately as possible what factors constitute the problem
areas* Please respond to the following as forthrightly as possible,
by circling the one that best describes your opinions.
Not a
Constraint
Minor
Constraint
Major
Constraint (Circle one for each statement)
1 2 3 Inadequate staff in certification section
1 2 3 Reciprocity between states
1 2 3 •Insufficient support from DOE administrators
X 2 3 Certification treated as a political issue
1 2 3 Developing performance criteria
1 2 3 Implementing performance criteria
1 2 3 Lack of flexibility in certification
requirements
1 2 3 Relationships with teacher training
institutions
1 2 3 Proliferation of certificates
1 2 3 Relationships with local school districts
1 2 3 Relationships with professional teacher
organizations
1 2 3 Insufficient financial support
1 2 3 Inadequate provisions for staff develop-
ment for certification section personnel
1 2 3 Multiple standards for certification
within the approved program nppronch
1 2 3 Toacher shortage
1 2 3 Other
3. Within your state, what general conditions or attitudes seem to affect
the nature of the major problem areas? State briefly. (Use back of this
page, if necessary)
Fig. 5 — Examples of development stimulants and constraints items.
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Section IV represented a role perception study of teacher education
and certification leadership personnel within the organizational context
of the state education agency. The items in this section resulted in
responses relatxng to: (1) ways of work; (2) services requested; (3)
personnel with whom respondents work; (4) methods of working with local
schools; (5) follow-up activities with local schools; (6) working rela-
tionships within the context of the state education agency; (7) drawbacks
to performing respondent’s job; and (8) effectiveness of evaluating per-
formance of leadership personnel. Section IV also included responses
concerning satisfactory and unsatisfactory experiences that have resulted
during the time of employment with the state education agency. Figure 6
shows an example of items used to identify the respondents’ role percep-
tions. (See Appendix B for complete listing of items.)
The next few items consist of information about the jobs of leadership
personnel in teacher education and certification sections that can be
checked objectively. The first part of this list calls for you to indi-
cate the frequency with which many events occur. The directions and
scales for rating are enclosed in boxes — the DIRECTIONS on the left-
hand side and the FREQUENCY SCALE on the right-hand side below:
Directions : Please circle the
number which best indicates
the frequency with which the
following events occur.
Frequency Scale:
1 . Never
2. Rarely
3a Sometimes
4. Fairly Often
5. Frequently
2.
Things you do to get your job done — ways of work:
1. Speak before faculties and other groups 1 2 3 4 5
2. Visit and observe in the classroom 12 3 4 5
3. Represent Chief State School Officer on matters per-
taining to teuchor education and certification 12345
4. Assist in the development of programs for
federal funding 1 2 3 4 5
5. Assist in Che planning of workshop activities 12345
6. Participate in staff development activities
for teachers (speaker, discussant, reactor, etc.) 1 2 3 4 5
Fig. 6 — Example of role perception items
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Distribution and Return of the Questionnaire
The American Association for Colleges of Teacher Education was the
sponsoring agent for this investigation. A flow diagram has been developed
to illustrate the major steps taken as the investigator worked with the
members of the AACTE Performance-Based Teacher Education Project in the
development, distribution and collection activities of the study. This
diagram, shown as Figure 7, provides a visual illustration of activities
outlined in this chapter. (See Appendix C for a detailed listing of
activities.
)
m order to maximize the number of returns, the distribution of the
questionnaire and supporting materials was carried out in four stages.
One hundred and forty questionnaires and cover letters explaining the pur-
pose and significance of the study were air mailed in early March, 1971.
Three days later a letter of support was mailed from the national chairman
of NASDTEC New Approaches Committee, encouraging the study population to
respond to the questionnaire. After a two week period, a number of follow-
up activities were initiated including a second mailing to non-respondents.
Envelopes with air mail postage were included each time the questionnaire
was sent out. A preliminary cut-off date was set after another two week
time lapse, at which time an analysis of returns indicated that fifty two
per cent of the questionnaires had been received. It was then necessary
to make a series of telephone calls to the Directors of Teacher Education
and Certification of the states that had not responded in order to achieve
Samples of the complete questionnaire, cover letter, follow-up
letters and support letter have been included in Appendix B.
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the desired percentage and geographical representation of returns. At
the time when the number of total responses and the geographic distribu-
tion reached those predetermined levels of response acceptability, the
information obtained through the questionnaire was processed and analyzed. 75
A check for no response bias from non-respondents was not performed.
However, after the final cut-off date, a telephone survey to the Directors
:
of Teacher Education and Certification of those states which recorded no
responses was conducted to determine why they chose not to respond. On
the basis of those conversations, the following reasons for not responding
were identified:
— Did not complete due to heavy work load
Started, but were unable to complete by
prescribed time
Did not wish to cooperate in study
— Large number of items of questionnaire
76
— No longer in the prescribed job
At the final cut-off date, from the possible total of 140 question-
naires mailed out, 98 responses were received from a total of 43 states,
representing a 70 per cent return which is above the 65 per cent return for
"reputable” questionnaire studies reported in a sample of theses, disser-
tations
,
and professional articles and agreed upon by the investigator's
faculty advisory committee. Considering the fact that the questionnaire
j
75
In consultation with Dr. Arthur W. Eve, Chairman of Faculty Advi-
sory Committee, levels of acceptable responses were predetermined to be
65 per cent return or a total of 90 plus returns.4
76
It: was concluded that other non-responses which were not accounted
for may have been the result of further instances of some of the above
reasons
.
77
John R. Shannon, The Science of Educational Research
,
(New York:
American Book Company, 1963), p. 255.
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contained an unusually large number of
the sampling of state education agency
gratifying
items, the 70 per cent response by
leadership personnel was especially
Treatment of Data
At this point it is appropriate to recall that the purpose of this
investigation was to compile perceptual and factual information about
prevailing conditions and situations which relate to the process of certi-
fication beyond the existing legal requirements charged to the state
education agency. Since the nature of this survey did not lend itself
to the use of statistical treatment of the data, the investigator utilized
methematical measures of central tendency and percentages to report the
findings. The data was analyzed to provide the investigator with as much
insight as possible to report the findings in a comprehensive manner.
Where possible, the findings were corroborated with existing published
data.
The majority of the usable information contained in the responses
was highly objective and lent itself readily to manual tabulation. A
procedure was developed whereby responses were transferred to the margins
of the questionnaire and from there individual responses were transferred
to tabulation forms for each item. This greatly facilitated the tabula-
tion and construction of tables needed to present the summarizations of
the data for this study. The responses to open-ended questions were
categorized and summarized appropriately in relationship to the percep-
tual data collected from the structured questions. The findings presented
in the next Chapter were based on an analysis of these various types of
data compiled. The treatment of the data was simple in method and in
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keeping with a non-experimental study; therefore, the analysis was des-
criptive and the implications drawn and conclusions stated in Chapter V
were the sole interpretation of the investigator.
Analysis of the Data
The unprocessed data for this study consisted of the responses to
four sections or clusters of items as identified earlier in this chapter.
A total of 42 usable items were taken from the questionnaire and used in
the data analysis. The data-gathering instrument did in fact effectively
relate to the characteristics for which it was designed, which established
further ttie reliability of the normative questionnaire.^
The data collected from the questionnaire are contained in tables
located in Chapter IV and in the Appendix of this study. The responses
to the structured questions have been compiled into tables for the pur-
pose of analysis and reported according to the appropriate section.
The specific question from the questionnaire and any appropriate alterna-
tives will appear before each individual topic reported. In most cases
the responses to open-ended questions have been paraphrased in order to
illustrate the respondents’ perceptions more clearly and to assist in
categorizing the statements. It was from these categories or groupings
of statements of attitude and factual data that the findings were analyzed
and reported in Chapter IV.
The very small number of double responses on a single item and
the low percentage of "no responses" on the total items lends credence
to this claim.
CHAPTER FOUR
FINDINGS
The purpose of this study was to conduct an investigation of per-
ceptual and factual information concerning the certification processes in
the fifty state education agencies, and to look beyond the existing legal
requirements of the states by examining the factors which influence changes
in the philosophical and procedural practices in the Department of Educa-
tion in each of these states. Chapter IV will present an analysis and
interpretation of the data which was gathered through the use of a ques-
tionnaire that was sent to 140 leadership personnel within the Teacher
Education and Certification sections of the fifty state education agencies.
The analysis of the findings treats each of the sections of the instrument
as it appeared organizationally in the questionnaire: (1) personal and
organizational characteristics; (2) operational rationale and strategy;
(3) organizational stimulants and constraints, and (4) role perception.
Mathematical measures of central tendency (mode and median distri-
bution points) and collapsed favorable and unfavorable responses are the
basis for the objective analysis of the tabulated responses. In some
cases the investigator paraphrased and clustered like responses to the
open-ended questions of the instrument for more efficient analyses and
reporting. Tables have been utilized to present a numerical summarization
of each item. These Tables have been included in the body of the chapter
when they have been, essential for the interpretation and understanding of
the reader. Where summarization of the data seemed most appropriate, the
fables representing the total numerical evaluation of the material were
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included In the Appendix of the study. The Investigator used Figures to
represent tabular interpretation of various aspects or conclusions of the
total information contained in the responses.
Section I - Biographical and Organizational Profile
Profile of the Teacher Education and Certification Leader:
— He is male
He is 41 - 50 years of age
He has a background of training
at the secondary level
He has an average of 17 years of
experience in education, much of
which has been at the local level
He has been in his present position
for approximately 1-5 years
— He has had approximately 10 - 20
years experience in education prior
to joining the state education
agency
— His previous experience immediately
prior to joining the Department was
at the college or university level
— His salary ranges between $15,000
to $18,000
— He has a master's degree plus addi-
tional credit
Descriptive information about the participating leadership personnel,
primarily concerning the professional background of the respondents, was
secured early in the questionnaire. Diversion from the above model pro-
file indicates that a broad sampling of leadership personnel was selected.
(See specific characteristics of the respondents in the following summaries.)
Of the 98 respondents, 85 were male and 13 were female, representing a
total of 43 individual states. (The Director of Teacher Education and
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Certification in each state was included as a part of the study popula-
tion; additional leadership personnel within the Teacher Education and
Certification sections of the fifty state education agencies were selected
for the survey from the 1970-71 membership roster of the NASDTEC, as
detailed in Chapter 111). The initial descriptive information about the
respondents was compiled from requested identification items in the head
mg of the questionnaire. This information is illustrated in Table 4.
TABLE 4
RESPONDENTS’ IDENTIFICATION INFORMATION
Types of Positions Age N %
24 - Directors 24 - 30 0 —
17 - Specialists 31 - 40 24 24.5
15 - Supervisors
41 - 50 35 35 7
51 - 60 20 20.4
14 - Administrators 61 - Plus 15 15.3
12 - Coordinators No response 3 3.1
9 - Consultants
7 - Associates
Sex N
Male: 85
Female: 13
%
87
13
The simple moae indicates that 36 per cent of the respondents were
between the ages of 41 - 50 years. Of the total study population, however,
24 respondents were 31 - 40 years of age and 15 reported to be 61 years of
age or older. Fifty three per cent of the respondents indicated
that they had been in their present position not less than one year and
not more than five years. Nine per cent were in their first year at
their present position. Twelve per cent had been in their present position
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5 10 years, and more than one-fourth of the respondents had been in
their present position ten years or longer.
A broad range of experiences within the state education agency was
reported. Twelve of the respondents were In their first year of employ-
ment with the Department, 35 had been In the Department from 1 - 5
years, 14 recorded 5-10 years with the Department, 15 respondents had
10 - 20 years experience In the Department, and 22 respondents had been
employed by the State Department of Education for 20 or more years.
(See Table 5.)
TABLE 5
COMPOSITE OF YEARS OF EXPERIENCE
0 - 1 1 - 5 5 - 10 10 - 20 20 - +
N % N % N % N % N %
- in present position 9 9.2 52 53.1 12 12.2 14 14.3 11 11.2
- in Department 12 12.2 35 35.7 14 14.3 15 15.3 22 22.4
- pr^or to Department 5 5.1 7 7.2 17 17.3 40 40.8 29 29.6
Over 70 per cent of the respondents indicated 10 - 20 years in educa-
tion prior to joining the Department of Education. Five respondents indi-
cated 0-1 years in education prior to joining the Department, 7 reported
1-5 years' prior experience, and 17 respondents had had 5-10 years' ex-
perience in education before coming to the Deparrment.
Most of the respondents reported experience at the local school level
prior to joining the Department, as elementary and secondary teachers (17),
principals (18), or superintendents (14). Experience at the district
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level was reported by 11 respondents. A significant number of respon-
dents, (30), reported experience at the college or university level prior
to joining the State Department of Education. (Table 6) Thirty five per-
cent came directly from college or university positions to the Department
of Education. (Table 7) Thirty-two per cent came from teaching or prin-
cipalship positions, 13.5 per cent came from district staff jobs, and 14.3
per cent had been school superintendents before assuming their positions
with the Department of Education. No respondents reported experience in
professional organizations either immediately prior to joining the Depart-
ment or within a ten year period prior to joining the Department. (Tables
6 and 7 are interrelated, and are therefore, reported together.)
TABLE 6
TYPE OF POSITION THAT REPRESENTS SCOPE OF EXPERIENCE WITHIN
TEN YEARS PRIOR TO JOINING STATE EDUCATION AGENCY
Positions N % N %
Elementary Teacher 2 2.1 District staff 11 11.2
Secondary Teacher 15 15.3 Superintendent 14 14.3
Co liege/ University 30 30.6 Professional Org. - —
Principal 18 18.4 Others 4 4.1
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TABLE 7
TYPES OF POSITION HELD IMMEDIATELY PRIOR
DEPARTMENT OF EDUCATION
TO JOINING
Positions
Elementary Teacher
Secondary Teacher
Co liege/University
Principal
1 1.0 District staff 13 13.3
16 16.3 Superintendent 14 14.3
35 35.7 Professional Org. — _
15 15.3 Others 4 4.1
The average salary range of the respondents fell into the $15,000
to $18,000 category with nine respondents reporting a salary of $9,000
to $11,999 and 18 reporting salaries of $20,000 or over. No respondents
reported a salary under $9,300. (See Table 8)
TABLE 8
RANGE OF SALARIES
Salary Ranges N = 98 %
Under $ 9,000 —
$ 9,000 - $11,999 9 9.2
$12,000 - $14,999 21 21.4
$15 ,000 - $17,999 27 27.5
$18,000 - $19,999 23 23.5
$20,000 - Over 18 18.4
Almost all of the participants held a master's degree or higher.
Most of them (43) had taken courses beyond their master's; 7 held spe-
cialist certificates, and 9 held specialist certificates and also had
taken additional courses. Over one-third of the respondents held doctorate
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degrees (37.8 per cent), and 8 had taken courses beyond their doctorate
(See Table ft.
)
TABLE 9
LEVELS OF PROFESSIONAL PREPARATION
Levels
N %
Bachelor's degree
5 5.1
Master's degree 13 13.3
Master's degree plus 27 27.5
Specialists certificates
7 7.1
Specialists plus
9 9.2
Doctorate
29 29.6
Doctorate plus 8 8.2
Most of the respondents reported their academic training in the
secondary (53.1 per cent) or elementary (11.2 per cent) areas. Speciali-
zation in the junior college or university areas accounted for 16.2 per
cent of the respondents' background, but 19.3 per cent of the respondents
reported a variety of training or specialization experiences, indicating
a broad range of academic background. Most of the respondents reported
a combination of training emphases as their academic and professional
training progressed and their job responsibilities broadened. More than
a few respondents answered that their undergraduate and perhaps master's
degree programs had been in the areas of elementary and secondary educa-
tion with a later emphasis on administration and ultimate specialization
in a particular area of administration. (See Table 10 for area of train-
ing totals.)
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TABLE 10
IDENTIFIED AREAS OF TRAINING
Areas of Training
Elementary
Secondary
Junior College
College or university
Others (combinations)
N %
11 11.2
52 53.1
8 8.2
8 8.2
19 19.3
Organizational Profile
Almost hair (42.9 per cent) of the respondents reported 300 or more
professional staff members in the entire State Department of Education,
with less than 18 per cent reporting fewer than 76 professional staff
employees. Of those numbers 69.3 per cent reported from 3 - 10 profes-
sional staff employees in the Department's Teacher Education and Certifi-
cation Section. Six per cent reported 1 - 2 professional staff in their
Sections, and only 11.3 per cent reported over 20 professional staff em-
ployees in the Teacher Education and Certification Sections. 79 Tables 11
and 12 illustrate numerically the total number of professional staff by
Department Sections.
79
This small number is reflected in the needs and unsatisfactory
experiences sections of the study which follow later in the report.
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TABLE 11
RANGE of number of professional staff in department
Range N % N %
1 - 25 - - 101 - 200 23 23.5
26 - 50 4 4.1 201 - 300 8 8.1
51 - 75 13 13.3 301 and over 42 42.9
76 - 100 8 8.1
TABLE 12
RANGE OF PROFESSIONAL STAFF IN TEACHER EDUCATION AND
AND CERTIFICATION SECTION
Range N % N %
1-2 6 6.1 21 - 30 2 2.1
3-55 41 41.8 31 - 50 6 6.1
6-10 27 27.5 51 - 75 3 3.1
11 - 20 13 13.3 76 - Over - -
llie Department of Education general operational budget from the
forty-three states reporting ranged from $20,000 (North Dakota) to ap-
proximately $3,000,000 (California), with an average per state allocation
of $339,379. The percentage of State Department of Education budget
allocations to the Teacher Education and Certification Sections showed an
average of 4.6 per cent allocation of the overall budget funds. Figures
8 and 9 illustrate these points.
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Range of Responses $20,000 - $3,000,000
Average per state $399,379
^g. 8 — Department of Education general
buciget allocated to Teacher Education and
Sections
.
operational
Certification
Range of Responses
.02% - 20.7%
Approximate Average 4.7%
Fig. 9 — Approximate percentage of Department of
Education budget allocated for Teacher Education
and Certification Sections.
These figures may be misleading, however, as the range of responses
ran from
.02 per cent of the total budget in three states (Maryland,
Texas and Nevada) to 20.7 per cent of the total budget in one other state
(Virginia). Since budgetary restrictions and inadequate funding and
staffing were the overwhelmingly common complaints of the participants
in other sections of the study, interpretation of funding needs and allo-
cations should necessarily be made on an individual state basis. However,
since this section of the questionnaire was directed toward establishing
a general representativeness of the study population, individual budget
analysis by states was not within the scope of the investigation at
this time.
The Teacher Education and Certification Sections of the State De-
partments of Education annually receive from 2,500 (Hawaii) to 200,000
(New York) applications for certification, with an average of 36,777 appli-
cations per state. They grant from 1,300 (Kansas) to 120,000 (California)
certificates annually, with an average of 29,205 certificates per state.
These figures are illustrated in Figures 10 and 11.
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Range of Responses 2,500 - 200,000
Average per state 36,777 applications
Fig. 10 — Approximate number of certification
applications received annually by state education agencies.
Range of Responses 1,300 to 120,000
Average per state 29,205 granted
Fig. 11 — Approximate number of education
certificates granted annually.
Respondents reported a variety of levels of certificates ranging
from 1 - 2 (18.4 per cent) to over 9 (13.3 per cent). 80 Totals of avail-
able levels are displayed in Table 13.
This information corroborates the investigator's previous findings
in a study for the University of Toledo Team Leadership Development Pro-
ject (unpublished report, see Bibliography) which showed that 16 states
increasing their levels of certificationj 3 states are decreasing
their levels of certification and 17 states plan no changes in their levels
of certification. The multiplicity of numbers and categories of certifi-
cates was recorded by Kinney (1964) as one of the primary problems in
certification. As late as 1970, Stinnett reported that the large number
of categories and levels of certification continued to be a primary ob-
struction in improving the certification processes in the states,
f Stinnett
,
1970 Manual
. ) Table 24 ("Factors that constitute problem areas
as related to certification process") indicates that the proliferation
of certificates is not considered a major problem by the majority of the
leadership personnel in the T.E. & C. Sections, (57.1 per cent), and only
a minor constraint by others (28.6 per cent). Only 14.3 per cent of the
respondents viewed the proliferation of certificates as a major constraint.
(See Table 24.)
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TABLE 13
LEVELS OF CERTIFICATES AVAILABLE IN STATES
N /o N %
18 18.4 7-8 7 7.1
27 27.5 9 Over 13 13.3
33 33.7
These figures do not represent a tabulation by states, however, and a
further analysis of this information was necessary to establish these
stratifications. In this more precise examination by states, the inves-
tigator found that 8 states reported 1-2 levels of certification
available; 11 states reported 3-4 levels; 12 states reported 5-6
levels, 3 states reported 7 - 8 levels; and 7 states reported more than
8 levels of certification available from their state. 81 Two states which
participated in the survey did not respond to this question. There
appeared to be some minor confusion over the interpretation of this ques-
Levels
1-2
3-4
5-6
(1) States reporting 1-2 levels of certification: North Dakota,
Utah, New York, Louisiana, Tennessee, New Jersey, Maryland and Hawaii.
(2) States reporting 3-4 levels of certificates: Oklahoma, Texas,
Pennsylvania, Oregon, Massachusetts, Montana, West Virginia, Connecticut,
Missouri, Kansas and Maryland. (3) States reporting 5-6 levels of
certificates: Michigan, Mississippi, South Dakota, New Hampshire,
Delware, Colorado, Georgia, Florida, Virginia, Alabama, Washington and
Iowa. (4) States reporting 7-8 levels of certificates: South Carolina,
Washington and Idaho. (5) States reporting more than 8 levels of cer-
tificates: Minnesota, Nebraska, North Carolina, California, Ohio, Wiscon-
sin and Arizona. (6) States not responding to this item: Arkansas and
Vermont.
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Won since conflicting responses were received from three different
states. For the purpose of categorising the data for analysis, the in-
vestigator arbitrarily chose to use the highest number reflected in these
inconsistencies. (See Figure 12.)
States reporting 1-2 levels — 8
States reporting 3-4 levels — 11
States reporting 5—6 levels — 12
States reporting 7-8 levels — 3
States reporting more than
8 levels
7
States not reporting 2
Fig. 12 — Levels of certificates available by states
Over three-fourths of the participants of the survey reported no
more than two decision-making positions or levels between their position
on the organizational chart and the Chief State School Officer of their state.
Seven respondents reported no decision-making level between their positions
and the Chief State School Officer. Twenty-two reported 3-4 levels, and
sxx respondents reported 5 or more levels between their positions and the
Ill
Chief State School Officer. 82 Table 14 provides this numerical tabulation.
TABLE 14
DECISION MAKING POSITIONS OR LEVELS BETWEEN RESPONDENT’S
POSITION AND THE CHIEF STATE SCHOOL OFFICER
Positions Between N % Positions Between N %
0 7 7.1 3 16 16.3
1 37 37.9 4 6 6.1
2 26 26.5 5 or more 6 6.1
Functionally, the Teacher Education and Certification Sections of
the State Department of Education were most closely related to the In-
struction section of the Department (48). Leadership personnel in the
Teacher Education and Certification Sections also worked with the Admin-
It is interesting to note that although 71.5 per cent of the res-
pondents reported 0-2 decision making levels between their positions on
the organizational chart and the Chief State School Officer, 63 per cent
of the respondents reported that the coordination of activities and com-
munication sometimes to fairly often constituted a drawback to performing
their jobs. (See Table 43, page 218 of this report.) Nine respondents
listed complaints such as "lack of concern and interest on the part of
administrators" and "not being included in policy setting meetings which
were influential in revising standards for certification " in the ope®-
ended section of the survey. By and large, however, respondents seemed
to have a feeling of support from the Department administration of their
states: (See Table 24, "Factors that constitute problem areas — Insuffi-
cient support from DOE administration": Not a Constraint - 61 per cent;
Minor constraint - 24 per cent. Table 37, "Things You Do To Get Your
Job Done — Directly involved in the decision-making process of the Depart-
ment of Education": Fairly Often - 24 per cent. Frequently - 32 per cent.
And Table 42, "Working Relationships Within the Organization — "Director
of TE and C involved in the decision-making process of the Department":
Fairly Often - 34 per cent. Frequently - 41 per cent [Total 75 per cent];
and "Leadership from the certification sections involved in setting goals
and objectives for the Department": Fairly Often - 29 per cent. Frequently
26 per cent [Total 55 per cent].)
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istration (11), Finance (9), Planning (8), Curricula (8), Vocational (8)
Supervision (7), Accreditation (6), and Personnel sections (5) of their
states. Table 15 represents a tabulation of sections within the organi-
sational context of the Department of Education that are functionally re-
lated to the Teacher Education and Certification Section.
TABLE 15
SECTION (S) WITHIN THE CONTEXT OF THE DEPARTMENT OF EDUCATION
ORGANIZATION TO WHICH TEACHER EDUCATION AND CERTIFICATION IS
MOST CLOSELY RELATED FUNCTIONALLY
Sections N Sections N
Instruction 48 Curriculum 8
Adminj stration 11 Supervision 7
Finance 9 Accreditation 6
Vocational Education 8 Personnel 5
Planning 8 Others (2 or less) 9
Section II Operational Philosophy and Strategy
Section II of the survey questionnaire dealt with the operational
philosophy and strategy of the Department of Education Teacher Education
and Certification Sections. The purpose of this section was to determine
the type of approaches that were being used within the fifty state educa-
tion agencies of the nation, and whether these operational philosophies
and procedures were meeting the educational needs of those states. Res-
pondents were also asked if changes in their states' certification philo-
sophies and processes were anticipated, and if so toward what direction
and in what time span. The final question of the section dealt with the
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emphasis the respondent placed on his role in fulfilling the Department's
expectations of the Teacher Education and Certification Section.
The respondents were asked to describe the operational philosophy
which is currently being emphasized by their State's Teacher Education
and Certification program by circling the most appropriate item:
(1) Credit course oriented
(2) Approved program approach
(3) Performance-based
(4) Other (specify)
Seventy two per cent of the participants reported the use of an
approved program approach, 13 per cent reported that they were credit
course oriented, 10 per cent indicated that the performance-based approach
was currently being emphasized in their states, and two participants did
not respond to the question. (Table 16)
TABLE 16
CURRENT OPERATIONAL PHILOSOPHY
N %
Credit course oriented 13 13.3
Approved program approach 71 72.5
Performance-based 10 10.2
No response 2 2.0
These figures do not reflect responses by state, however, and the data was
analyzed further to determine the number of states participating in each
program. (Tables 17 and 18, Appendix A.) These results appear in Figure
13 .
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States reporting credit course apprc^h*
States reporting approved program approach - 38
States reporting performance-based approach- 1
States not reporting
_ y
*
Idaho and Ohio reported both credit course and
approved program approaches to certification.
States Reporting Credit Course Approach :
Delaware
Idaho*
Montana
North Dakota
Ohio*
South Carolina
States Reporting Approved Program Approach :
Alabama
Arkansas
Arizona
California
Colorado
Connecticut
Florida
Georgia
Hawaii
Idaho*
Iowa
Kansas
Louisiana
Maryland
Massachusetts
Michigan
Minnesota
Mississippi
Missouri
Nebraska
New Hampshire
New Jersey
New York
North Carolina
Nevada
Oklahoma
Ohio*
Oregon
Pennsylvania
Rhode Island
South Dakota
Tennessee
Texas
Utah
Virginia
Vermont
West Virginia
Wisconsin
Sta tes Reporting Performance-Based Program Approach :
Washington
Fig. 13 Break down of operational philosophies
according to states and related program approach.
Tabulation was made of the clusters of states by approaches to
determine if movement was anticipated in those states away from their pre
sent positions, and if such movement was expected in the future, to illus
trate the direction and the time span in which those movements could be
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expected. The following Is a sugary of further analyses of program
movement by states and the anticipated time spans of those movements:
(1) States reporting credit course approach anticipating change
toward approved program approach*
In 1 - 2 years - 3
— In 3 - 5 years - 3
In 6- 10 years - 0
* (Del aware
,
Idaho, Montana, North Dakota, Ohio and South Carolina)
(2) States in approved program approach anticipating changes within
the approved program approach*
In 1 - 2 years - 12
In 3 - 5 years - 10
In 6- 10 years - 1
— No response - l
* (Alabama, Florida, Kansas, Maryland, Missouri
Nebraska, New Jersey, Oklahoma, Oregon, South
Dakota, Tennessee, Virginia, Vermont, West
Virginia)
(3) States in approved program approach anticipating changes to-
ward performance-based criteria
— In 1 - 2 years - 12
— In 3 - 5 years - 10
— In 6-10 years - 0
— No responses - 1
From the recent publication. State Education Policies and Prac-
~
Ces
—
Approved Program Approach to Teacher Education
, RevisedT"June
1970, the investigator determined that 6 of the 7 states not reporting
to this study were using the approved program approach to certification.
The other state, Alaska, is reported to be currently in the process of
developing
^
rules and procedures for certification. (Detailed analysis of
each state s approved program policies, programs and procedures can be
found in this source.) Thus, the national picture including the inves-
tigator s analysis and statements from the source quoted above would
appear to be: (1) State using credit course approach*-7, (2) States us-
ing approved program approach - 42, (3) States using performance-based
approach - 1. (*Idaho and Ohio, who reported programs in both credit
course and approved program categories are both counted in this number, as
is Alaska)
.
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* (Arizona, California, Connecticut, Colorado
Georgia, Hawaii, Iowa, Michigan, Mississippi,
Minnesota, North Carolina, Nebraska, New
Hampshire, New York, Oklahoma, Oregon, Ohio,
Pennsylvania, Texas, Utah, West Virginia,
Wisconsin, and Washington)
(4) States reporting movement toward combining approved program
jJ*
and performance-based approaches
— In 1 - 2 years - 6
— In 3 - 5 years - 4
— In 6 - 10 years - 0
* (California
,
Colorado, Georgia, Minnesota,
Montana, Nebraska, New Hampshire, New Jersey,
Texas, and Virginia)
(5) States not reporting to this survey - 7
* (Alaska, Kentucky, Indiana, Illinois, Maine,
New Mexico and Wyoming)
More than half of the respondents (60.2 per cent) indicated that
their present operational philosophy was under study which is evidenced
by the large number of states reporting anticipated changes within the
next 1-2 years. However, a surprisingly large number of respondents
(25) felt that their present programs were meeting the needs of their
states. Only nine respondents felt that their programs were "not relevant
to the needs of the state educational system," (Table 19)
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TABLE 19
DESCRIPTION OF CURRENT ATTITUDES TOWARD STATE
CERTIFICATION PROCESS
N %
—
Satisfactory
25 25.5
Needs improvement
9 9.2
Under study
59 60.2
No response
2 2.0
Others
3 3.1
Over three fourths of the respondents answered that their states'
policies and procedures were either reviewed frequently or were currently
in the process of a major revision. Only 17 respondents judged their
state's reviewing process inadequate. Table 20 provides a review of these
total responses.
TABLE 20
ATTITUDES TOWARD STATES ' EFFORTS TO PROVIDE UP-TO-DATE
CERTIFICATION POLICIES AND PROCEDURES TO LOCAL SCHOOLS
N /o
Satisfactory 34 34.7
Needs improvement 17 17.3
Under study 44 44.9
No response 2 2.1
Others 1 1.0
Almost half (44 per cent) of the respondents indicated that possible
changes in the internal operations of the Teacher Education and Certifica-
tion Sections of their states were anticipated. Thirty-six per cent felt
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that the internal operations of their sections were fulfilling organiza-
tional expectations, and only 13 per cent saw the need for improvement. 84
(Table 21) This may indicate that the respondents feel they are perform-
mg as well as can be expected under the present conditions, i.e., insuf-
ficient funds, and inadequate staff.
TABLE 21
ATTITUDES TOWARD INTERNAL OPERATIONS OF TEACHER
EDUCATION AND CERTIFICATION SECTION
N %
Satisfactory 36 36.7
Needs improvement 13 13.3
Under study 44 44.9
No response 1 1.0
Others 1 1.0
Over two-thirds of the respondents stated that their role in fulfill-
ing the Department s expectations of the Teacher Education and Certification
Sections was one of leadership (38 per cent) and service (36 per cent).
Only 15 per cent of the respondents viewed their jobs as regulatory/admin-
istrative, which corroborates Stinnett's prediction that "the shift in state
process is clearly from regulatory, unilateral, credit-counting control of
both teacher education and certification to a leadership and consultative
85
role." Table 22 provides a break down of responses relating to role
It is interesting to note here that in response to the question con-
cerning whether the certification processes were being criticized, Table 21
reveals that 60 per cent indicated that they were under fire.
85
Stinnett, Manual on Certification, 1970 edition, p. 3.
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expectations as perceived by the respondents.
TABLE 22
TERMS THAT BEST DESCRIBE THE EMPHASIS PLACED UPON THF mkOF THE RESPONDENTS IN FULFILLING THE DEPARTMENT'S EXPECTATION
Regulatory/Administrative role
Service role
Leadership role
No response
Others (combination)
15 15.3
36 36.7
37 37.8
1 1.0
9 9.2
Section ITI Operational Stimulants and Constraints
Section III of the survey questionnaire sought to determine first,
whether the current certification processes within the states were being
criticized, and next to examine those factors which were considered prob-
lems within the areas of the certification process. Respondents were
asked to identify, from a list of fifteen problem characteristics, those
items which represented major constraints, minor constraints or were not
considered constraints. (The information provided in this analysis has
been examined along with those influencing factors that either encourage
or prevent change in a later section of this report.)
Section III was also designed to ascertain the degree to which
selected groups within each state were dealing with those characteristics
Identified with the performance-based movement. Because the concept of
performance-based or competency-based teacher education and certification
is interpreted somewhat differently throughout the nation, the distinguish-
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ing characteristics of this movement were determined, 86 and a chart was
devised which would allow the respondents to identify their perceptions
of the degree to which each of the groups in their states was currently
dealing with these traits, i.e.
,
Department of Education personnel,
teacher training institutions, teacher advisory councils, professional
organizations
,
legislative groups and lay groups.
Information about those groups or agencies within the states which
are currently influencing change was also sought in Section III of the
questionnaire. Finally, the participants in the survey were asked to
list the type of information or activities which they felt would be most
helpful to them in effecting needed changes in the certification pro-
cesses of their states
Amost two-thirds (60.2 per cent) of the respondents indicated that
the certification process of their states was being criticized by various
groups within their states. Table 23 reviews the responses to this
ques tion.
In lieu of a definition of performance-based teacher education
and certification, the AACTE Performance-Based Teacher Education Project
has recognized 12 distinguishing characteristics which appear to be
associated with the concept of the performance-based movement in the ma-
jority of states. A committee is presently studying this whole concept
in order to arrive at an acceptable and workable definition.
121
TABLE 23
SUMMARY OF CERTIFICATION PROCESS CRITICISM
_
N %
Yes
No
No response
The i terns identified as problem areas for the certification pro-
cess revealed some basic inconsistencies from the first two sections,
however. These factors which the respondents considered problem areas
in the certification processes within their states are illustrated in
Table 24.
Using the items receiving the most frequent response, or the mode,
the following characteristics were identified as not being constraints:
(Percentage figures from "Not a Constraint" category)
— Reciprocity between states (55.1 per cent)
Insufficient support from DOE administration (61 per cent)
Relationship with teacher training institutions (66 per cent)
Certification treated as a political issue (68.3 per cent)
— Proliferation of certificates (57.1 per cent)
Relationships with professional organizations (47 per cent)
— Multiple standards for certification with the approved program
approach (62.3 per cent)
— Teacher shortage (58.2 per cent)
These findings were consistent with the findings of the following
open-ended question which asked the participant to state, in his own words
59 60.2
36 36.7
3 3.1
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the genera! conditions or attitudes which he felt affected the nature of
the major problem areas in his own state.
Interestingly, when one examines the responses to Question Two of
this section which relates to the constraining factors (Table 24)
,
the
prevailing tendency of the majority of the respondents was to acknowledge
most of the identified items only as minor constraints or not constraints
Nine of the fifteen items had a modal frequency in the "Not A
Constraint" category. Respondents were not nearly so hesitant to identify
those general conditions or attitudes which they personally felt affected
the nature of the major problem areas when asked to state these condi-
tions in an open-ended response, however. Only a few respondents chose
not to answer this question. The results of those comments which were
written in response to this question were paraphrased and clustered into
groups of like items, and presented in Table 25 found in Appendix A.
Five additional items were identified as minor constraints:
Inadequate staff in certification section (43.9 per cent)
— Developing performance criteria (36.8 per cent)
Lack of flexibility in certification policies (43.9 per cent)
Insufficient financial support (45.9 per cent)
Inadequate provisions for staff development for certification
personnel (48 per cent)
Only one item was identified by the modal frequency occurance as
a major constraint in the certification process. This item dealt with:
— Implementing performance criteria (43.9 per cent)
Combining the total figures of minor constraint and major constraint
responses, the following areas were considered problems in the certifi-
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cation process to some degree by more than 50 per cent of the study
population. Factors which constitute problems in the certification pro-
cess are listed below and are arranged in decreasing order of frequency:
— Insufficient financial support (88 per cent)
— Inadequate provisions for staff development for certification
personnel (78 per cent)
— Inadequate staff in certification section (70 per cent)
— Developing performance criteria (70 per cent)
— Implementing performance criteria (67 per cent)
— Lack of flexibility in certification requirements (59 per cent)
— Relationship with professional teacher organizations (50 per cent)
Although the following items did not reflect a majority response
from the total study population, it is well to notice that as many as 42
(42.9 per cent) respondents considered the proliferation of certificates
a constraint to some degree (major-minor constraint combined). This was
also true of 33 (33.7 per cent) of the respondents concerning relation-
ships with teacher training institutions, 42 (42.9 per cent) regarding
reciprocity between states, and 30 (30.7 per cent) concerning certifica-
tion as a political issue. Twenty-six respondents (26.5 per cent) con-
sidered relationships with local school districts somewhat of a problem
(major-minor constraint figures combined), and 37 (37.7 per cent) saw
multiple standards for certification within the approved program approach
as a constraint. Forty one (41.8 per cent) considered teacher shortage
as a problem area to some degree.
In almost every case insufficient financial support appeared to
create some degree of frustration (Table 24). Most frequently these
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problems were related to inadequate provisions for staff and staff
development, research and planning, field personnel, or simply an over-
all deficit in the supply and demand of funds. 87 Other conditions and
attitudes which seemed to affect the nature of the major problem areas
fell roughly into the categories of working conditions, organization,
control, program and local conditions. In most cases, respondents simply
elaborated in the open-ended questions, on specific aspects of the more
generaj. problem areas that were included in Question Two (Table 24).
One respondent wrote, for example, that his problem revolved
around, "Twenty years apparent history of regarding certification as a
regulatory-only function with accompanying lack of support for leader-
ship and development of staff functions. This has been partially solved
by Title V, ESEA funds, but this should be fully state funded. An active
profession of teachers seeking to define its role in this area creates
certain constraints. A professional practices act has not been passed
to date. Only this past summer has it been recognized that a profes-
sional practices act does not solve but only relocates persistent problems.
A subcommittee of the Advisory Council is working on performance criteria
for certification. However, the state of the art and the tendency of
teachers to seek legal redress does not prompt optimism for a simple solu-
tion. Recent national publicity is misleading, for it often implies a
simple solution if only state education agency people had vision —
prompting simplistic responses at local levels. We are optimistic, how-
Similarly, the open-ended responses to unsatisfying experiences
the participants associated with their job showed too little support for
the jobs that had to be done.
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ever, that we can develop a satisfactory solution. We have some ex-
perience with Teacher Corps, Urban Corps, EPDA projects, etc."
Change Characteristics of the Performance—Based Movement
Ninety eight participants responded to the change characteristics
and relationships associated with the performance-based movement (N=98)
.
In discussing the results of this question, the investigator will deal
first with those characteristics of the performance-based movement which
tended to receive the most support or interest by the identified groups,
according to the perceptions of the respondents. Those items which had
a median distribution point within the "some degree" or "great degree"
category were judged interest areas by the investigator.
It is significant to note that the respondents did not perceive
any degree of interest by legislative groups or lay groups in any of the
characteristics identified with the performance movement. No item in
either the legislative or lay groups received a modal or median score in
the "some degree" or "great degree" category. It may be safe to assume,
therefore, that these two groups have little interest in or influence on
the performance-based movement in the country, at least according to
the perceptions of this identified study population. (The total scores
and mode for each of the change characteristics and interest of each
within the state is illustrated in Table 26.)
It should be pointed out that all of the characteristics associated
witli the performance-based movement received some degree of support in
almost every case, with the exception of legislative and lay groups, as
previously noted. Those characteristics which appeared to generate the
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greatest amount of interest and activity by the respondents are displayed
ln Fl Sure 14. The collapsed favorable responses (."some degree" and "great
degree ) are noted for both.
Chn rnc forint
l
cm
Department of
Educ.u t loti
Pcroonncl
Teacher
Training
Inst i tutions
Teacher
Advisory
Councils
Professional
Organisations
Eni argument ot par t Ic ipatlon m decision-making
concerning teacher education and certification 56 81 70 84
Differentiation of start assignments in the
elementary and secondary schools 73 70 55 68
Emphasis of individualized instruction for
students in teacher preparation programs 79 93 50 63
Emphasis of individualized instruction for
students in teacher preparation programs 71 78 50 59
Emphasis on cne personal
,
humanistic aspects
of a teacher's performance 64 70 49 63
Fig. 14 — Collapsed Favorable Responses to Performance-Based Characteristics (N-95)
A second group of characteristics showed general overall support
from the majority of the groups but identified some deviations in empha-
sis. These results are represented in Figure 15.
Characteristics Department of
Education
Personnel
Teacher
Training
Institutions
Teacher
Advisory
Councils
Professional
Organizations
Establishment of performance criteria for
elementary and secondary teachers 68 76 58 48
Development of means to assess performance
of elementary and secondary teachers 63 70 46 54
Interest ln core field-centered control
;'or in-service education 75 72 62 68
Fig. 15 — Characteristics that show some contrast ln responses
The characteristics which showed the least support from the res-
pondents, generally, are illustrated in Figure 16. It should be pointed
out again, however, that even these characteristics showed some degree
of support by most of those groups involved.
Charac terl a tl c
a
Department of
Education
Personnel
Teacher
Training
Institutions
Teacher
Advisory
Counci is
Prof css ional
Organ l rations
Establishment of behavioral objectives
for elementary and secondary learners 73 73 44 57
Establishment of performance criteria for
certification of elementary and secondary
teachers
50 60 43 46
Restructuring of certification categories
to reflect staff differentiation 66 42 45 47
Interest in placing more control for pre-
eervice education away from the DOE 49 54 55 63
Fig. 16 — Collapsed Favorable Responses Showing Least Supported Performance Characteristics (N-98)
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One can observe chat even in the least supported characteristics
of the pertormance-based movement, the median (49) fell in the "not at
all" category in only three categories, (44, 43, and 42; see Fig. l6)
,
except as noted In the legislative and lay groups. These totals may be
more useful, however, viewed individually by groups.
Department of Education
The measure of central tendency reveals that all of the character-
istics of the performance-based movement are being dealt with to some
degree by the Department of Education Personnel, with the possible ex-
ception of "interest in placing more control for pre-service education
awa^ from the Department." However, respondents indicated a great degree
of interest in "more field-centered control for in-service education."
These responses are illustrated in Table 27 found in Appendix A.
It is interesting to note that 34 per cent of the "not at all" res-
ponses to the characteristic relating to "establishment of performance
criteria for certification of elementary and secondary teachers" is con-
sistent with an earlier response that developing performance criteria
would be a major constraint.
Te acher Training Institutions
Using the modal response, Teacher Training Institutions were repre
seated as being involved to some degree in every characteristic of the
performance-based movement with the exception of "restructuring of
certification categories to reflect staff differentiation," (43 per cent
"not at all"). The favorable "some degree" and "great degree" responses
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to this item were 42.8 per cent, with a "no response" tabulation of
8813.3 per cent. The following characteristics were identified as being
dealt with to some or to a great degree by teacher training institutions
by more than two-thirds of the respondents:
(1) enlargement of participation in decision-making concerning
teacher education and certification (82.7 per cent)
(2) emphasis on individualized instruction for students in
teacher preparation programs (79.6 per cent)
(3) Establishment of performance criteria for elementary
and secondary teachers (77.5 per cent)
(4) emphasis on the personal, humanistic aspects of a
teacher's performance (74.7 per cent)
(5) emphasis on individualized instruction for elementary
and secondary students (74.5 per cent)
(6) establishment of behavioral objectives for elementary
and secondary learners (74.5 per cent)
(7) development of means to assess performance of ele-
mentary and secondary teachers (71.4 per cent)
(8) differentiation of staff assignments in the elementary
and secondary schools (71.4 per cent).
See fable 28 in Appendix A for the total tabular responses to this item.
Teacher Advisory Councils/Committees
The most frequent responses reveal that Teacher Advisory Councils
The 43 per cent negative responses to the degree of involvement
of teacher training institutions with restructing of certification cate-
gories to reflect staff differentiation, in the judgment of the investi-
gator, may not imply that teacher training institutions are not planning
or training for staff differentiation (See response to "Differentiation
of staff assignments in the elementary and secondary schools")
,
but
rather that the development process is more appropriate at the teacher
training level and the decision-making at the Department or Advisory
Council levels.
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and/or Committees are Interested to a great degree In "enlargement of
participation in decision-making concerning teacher education and certi-
fication,' (43.9 per cent). Conversely, the modal frequency represents
five areas in which Teacher Advisory Councils are not dealing at all.
(See Table 29 in Appendix A. ) When these responses are computed using
the median point of distribution, however, respondents indicate an
almost balanced favorable - unfavorable response reaction to these cha-
racteristics. These collapsed favorable ("some degree" and "great
degree") and unfavorable responses are illustrated in Figure 17.
Characteristics Not At All Some -
Great Degree
No Response
Estebllshoent of behavioral objectives for
elementary and secondary learners 36. 71 44.91 18.41
Development of means to assess performance
of elementary and secondary teachers 38.81 46.91 14.31
Establishment of performance criteria for
certification of elementary and secondary
teacher*
42.81 43.91 13.31
Restructuring of certification categories
to reflect staff differentiation 38.61 45.91 15.51
Emphasis on the personal, humanistic aspects
of a teacher's performance 38.81 50.1 11.21
Fig. 17 — Collapsed Favorable - Unfavorable Responses concerning Teacher Advisory Councile/Committees
The investigator thus concluded that the Teacher Advisory Councils/
Committees were perceived as being involved in change, however, on the
more specific change characteristics, e.g.
,
"the establishment of" or
"developing of" items, the respondents indicated less degree of involve-
ment. Perhaps this shows a feeling that the role of the advisory councils
is to provide advice rather than technical development.
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Professional Organizations
The modal and median frequency distribution both indicated that
professional organizations, as a group, are involved with all of the
change characteristics of the performance-based movement. The modal
tabulation of responses fell in the "some degree" category for every
item, with che exception of "establishment of performance criteria for
certification of elementary teachers," (42.8 per cent - "not at all"
responses). The study population, as a group, therefore felt that the
professional organizations were dealing with the change characteristics
associated with the performance-based movement, at least to some degree.
(Table 30, Appendix A.)
Legislative Groups
Tabulation of the responses concerning participation of legislative
groups in the performance-based movement indicated an overwhelming agree-
ment by the study population that legislative groups are not at all
active in this area. Only three characteristics (enlargement of partici-
pation in decision-making concerning teacher education and certification,
39.8 per cent; differentiation of staff assignments in the elementary and
secondary schools, 37.8 per cent; and interest in more field-centered
controJ for in-service education 36.7 per cent) showed a collapsed favorable
response from as many as one third of the participants. This attitude
response toward legislative involvement is consistent with the earlier
findings that certification was not considered a political issue in most
of the respondents' states. (Table 31 in Appendix A.)
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Lay Groups
Responses substantiated the fact that lay groups are not involved
in the performance-based movement to any appreciable degree as perceived
by the respondents. In every case the modal and median distribution
point was in the "not at all" category. This category showed an unu-
sually high number of "no response" items, perhaps indicating that the
study population was unaware of the degree of involvement of lay groups
within their states. (Table 32, Appendix A.)
Groups Which Influence Change
In the next question, respondents were asked to identify from a list
of fifteen groups or agencies those groups which they considered to have
no influence, slight influence, or a strong influence on change in the
certification process in their states. This question produced a broad
range of responses. Predictiably
,
however, the Teacher Education and
Certification Sections of the state education agencies, teacher training
institutions, and Teacher Advisory Councils were considered to have the
strongest influence on change. Lay groups, business and industry,
and elementary and secondary students were seen to have no influence on
change in the certification process in any state. The remaining groups
related DOE sections. Professional Practices Commissions, Legislative
groups/committees, parent groups, professional organizations, teacher
associations, local education agencies/school districts, federal education
agency/U.S .O.E.
,
and college and university students — were identified
as having slight influence in changing the certification processes in
the states. (Table 33, Appendix A.)
These findings were consistent with the findings of the next ques-
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tion in which the respondents were asked to rank order those four groups
which they felt had the most influence (power) in effecting changes in
the certification process of their states. (See Table 34 in Appendix A.)
The Department of Education Teacher Education and Certification Section,
teacher training institutions and Teacher Advisory Councils were again
identified overwhelmingly in this open-ended question as having the most
influence on effecting changes in the certification process, followed by
teacher associations, the Department of Education as a whole, related
Sections within the DOE, legislative groups, professional practices
commissions, and the State Board of Education.
Tne reactions to both of these influence or power questions showed
a predictable pattern of high self-esteem on the part of the respondents
toward themselves as a group and their related groups. A very high
negative reply might also have been predicted toward lay groups, business
and industry, and elementary and secondary students. This continuous
pattern of high self-esteem may be due to the insecurity that is part of
being employed by a bureaucratic organization, or it may on the other
hand reflect the fact that there is indeed an emerging leadership among
the state education agency personnel that has the confidence and the
knowledge to effect change when needed. Perhaps there is a third way
co view this pattern, a combination or mixture of the old guard with new
ideas and a new national thrust that is providing the momentum for such
responses of self-generating perceptions of organizational stimulators.
The emerging relationship among state education agencies, teacher
training institutions and the profession that was reflected in the re-
view of the literature could also account for the feelings of strength
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that is reflected in these positive responses.
The last item of this section deals with, the type of information
and/or activities that would be most helpful in effecting needed changes
m the certification process. The responses were paraphrased and clus-
tered for more efficient reporting. Generally, the respondents reported
that printed materials (survey reports of activities in other states,
working documents, case studies and other materials that could be used
in staff development,) and workshops and seminars would be most desirable.
Some of the specific types of activities asked for included workshops and
seminars on change strategy, training programs to provide technical
knowledge to effect desired changes, conferences on performance measure-
ment, assessment and implementation, and seminars which would bring together
the training institutions, local and district representatives and DOE
administrative personnel, as well as "grass roots" input conferences.
There was frequent mention of the need for statistical studies and national
research, release time to study and plan, pilot projects and on-site
visitations to successfully operated programs. Personnel exchange pro-
grams supported by federal funds seemed to be the one vehicle mentioned
that would accomplish both dissemination of information and exchange of
ideas and technical know how. A complete listing of the identified in-
formation and activities which the respondents felt would be most helpful
in effecting needed changes can be found in Table 35, Appendix A.
Section IV — Role Perceptions Within the Department of Education
Section IV of the questionnaire was designed to examine the role
perceptions of the leadership personnel within the Department of Education,
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and more particularly within the Teacher Education and Certification Sec-
tion of that Department. In order to elicit perceptual responses about
the participant's role in the organizational context of his Department,
tiie questionnaire asked two types of questions relating to "How do you
see your job?" and "How do you do your job?" The items within this sec-
tion did not request the respondents to make value judgments, but rather
to simply react to items relating to their actual jobs within a dimension
of time on a scale ranging from never to frequently.
The initial item in the role perception section asked the respondent
to state briefly in his own words, "Toward what objective do you feel
your job is directed?" A synopsis of the job descriptions resulted in a
somewhat traditional clustering around (1) leadership, (2) service, and
(3) regulatory statements. Of the 124 paraphrased objectives, however,
101 of these were related to performing leadership functions, and only
two responses reflected the regulatory role. Many of the statements in-
volved the need to provide leadership to develop needed and viable pro-
grams and standards in teacher education and certification and to provide
leadership for evaluation and change. A complete listing of these per-
ceptions is included in Table. 36, Appendix A.
The next few items treated the jobs of the leadership personnel in
the Teacher Education and Certification Sections in the dimension of
time or frequency with which a series of job related events occured.
Items were grouped by (1) ways of work; (2) requests for services; (3)
work relationships outside the agency; (4) work relationships within the
agency; (5) drawbacks to performing the job; and (6) efforts to evaluate
effectiveness.
Ways of Work
The first of these questions asked the respondents to identify the
frequency with which he performed a series of tasks to get his job done
(never to frequently). A simple modal and median analysis was made of
the responses in order to draw the conclusions which follow. (The com-
plete chart of occurances is included in Table 37, Appendix A.)
Responses to this question revealed that leadership personnel in
the leacher Education and Certification Sections most frequently
assist in the accreditation and/or standards programs
(planning, site visitations, etc.)
are directly involved in the decision-making process
of the Department of Education
review promising practices in the certification process,
and
communicate certification procedure problems to Department
decision makers.
A majority of the leadership personnel often
speak before faculties and other groups
represent the Chief State School Officer on matters
pertaining to teacher education and certification
assist in the planning of workshop activities
participate in staff development activities for teachers
assist in the evaluation of programs and materials other
than accreditation
participate in the activities of professional organizations
work with outside consultants to improve the certification
program
serve as advocate for needed change in the educational
system
go beyond the executive function of the certification
process as prescribed by law
assist teacher training institutions in planning improve-
ments in their teacher training programs
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integrate management by objectives to achieve common
goals of the Department of Education, and
prepare and communicate long-range plans for up-dating
the certification process in their states.
Most of the leadership personnel responded that they sometimes
assist in the development of programs for federal
funding
review promising practices and programs of classroom
instruction
participate in orientation programs for new personnel
in the Department of Education
work closely with local school districts in waiving
certification requirements in order to facilitate
experimental research projects, and
participate in staff meetings of other sections of
the Department of Education.
These same respondents rarely
assist textbook selection committees
work with citizens or lay groups
attend national association meetings other than those
that are certification related
visit and observe in the classroom
conduct staff retreats for in-service purposes, or
serve as a liaison with the state legislature on certi-
fication matters.
In analyzing these findings the investigator determined that the
leadership personnel in the Teacher Education and Certification Section
of the State Department of Education are for most part directly involved
in the decision-making process of the Department. Significantly, however
47 per cent of the respondents rarely visit and observe in the classroom
and 16.3 per cent reported they never perform this job. Additionally,
although the majority of the respondents indicated earlier in the survey
that plans for changes in the certification philosophy and procedures
l
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were anticipated with the next 1 - 2 years, 46 per cent of the respondents
reported that they never conduct staff retreats for in-service purposes
and 26.o per cent rarely perform this activity. This particular item had
only 2 responses of "frequently", three responses of "fairly often" and
twenty responses of "sometimes." Although the investigator is aware that
this item represents only one type of in-service activity that might be
employed by the leaders of a division, considered in light of the con-
straint and unsatisfactory experience responses that dealt with inadequate
staffing, this reaction reveals a specific weakness in Teacher Education
and Certification Sections generally. This weakness reinforces the belief
that time and planning are needed in order to prepare for needed change.
Requests for Service
The respondents were provided with a list of eleven persons or
groups and asked to check the frequency (never to frequently) with
which each requested their services. The respondents receive requests
for services frequently from
teachers
superintendents
local central personnel offices
principals
Department colleagues
college and universities, and
supervisors.
Required regulatory visits are made fairly often. Professional groups
sometimes request the services of the leadership personnel of the Teacher
Education and Certification Section, but only rarely do school boards and
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lay groups request their services. (See Tab ie 38 in Appendix A, for the
total figures on this item.)
Groups/ individuals with whom Leadership Personnel Work
The participants in the study were asked to identify the frequency
(never to frequently) with which they work with a list of fourteen
individuals or groups. Respondents reported working frequently with
individual teachers
individual superintendents
individual school principals
groups of colleges and universities
department colleagues
,
and
individuals within the central personnel office.
They work fairly often with
groups of teachers
groups of school principals
individual supervisors
groups within the central personnel office
,
and
professional organizations.
Leadership personnel within the Teacher Education Section of the State
Department of Education sometimes work with
groups of supervisors and
groups of superintendents,
but rarely work with school boards. (For the complete account of this
question see the Table 39, Appendix A.)
Methods of Working with Local Schools
Item number 5 of this section asked the respondents to indicate the
frequency (never to frequently) with which they used each of the seven
142
methods listed in contacting local schools. Respondents frequently
use telephone contacts and letters, newsletters and bulletins. They
make personal visits to local school systems fairly often. 89 Sometimes
they utilize the team approach in working with local schools, but rarely
do they use educational television or outside consultants. (See Table
40, Appendix A for complete tabular summary.)
Methods of Follow-Up with Local Schools
ihe subsequent items requested the respondents to indicate the
frequency (never to frequently) with which they used each of the six ways
of following up their activities in order to verify progress or continue
service. The responses revealed that the participants use the telephone,
letters and the dissemination of informational materials frequently.
Sometimes they make subsequent visits or refer the matter to another
consultant within the Department. (See Table 41, Appendix A for tabular
summary
.
)
Working Relationships Within the Organizational Context
The respondents were asked to respond in terms of time (never to
frequently) to a list of twelve relationship factors ranging from in-
volvement in the decision-making to collaborating with other Department
specialists to solve problems in an unbiased manner. The results of this
k^This figure (40.8 per cent "fairly often," 5.1 per cent "frequently")
does not correspond to the responses to "visit and observe in the class-
room" which showed no frequent responses, 11.2 per cent responses of
"fairly often", 19.4 per cent "sometimes," 47 per cent "rarely," and 16.3 per
cent "never" responses. Apparently the leadership personnel of the Teacher
Education and Certification Sections visit the local schools fairly often,
but do not get into the classrooms.
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tabulation showed that the respondents were frequently involved in the
decision-making process and kept informed on agency objectives, policies
and plans. Their job descriptions are reviewed in relation to organiza-
tional assignments fairly often. It is evident that the leadership
personnel in the Teacher Education and Certification Sections, as a
whole, feel secure in their support from Department administration, and
are often encouraged to experiment with new solutions and sometimes in-
volved in setting goals and objectives for the Department of Education.
The Chief State School Officer rarely or never visits Teacher Education
and Certification staff meetings. Only sometimes are in-service train-
ing opportunities provided for certification staff members and people
in management positions in the Teacher Education and Certification sec-
tions. Attending staff development meetings of other sections within
the Department is not something professional staff members do often.
(See Table 42, Appendix A, for the numerical analysis of this item.)
Drawbacks to Performing the Job
Many different things can be identified as drawbacks in state educa-
tion agency work, but most of these stumbling blocks revolve around in-
sufficient time or insufficient money to get the job done. Budgetary
support was the greatest drawback to the respondent’s performing his
job. This fact has been reinforced many times by responses to other
items in the questionnaire. Additionally, coordination of activities was
felt to be an impediment to efficient and effective functioning by almost
three-fourths of the respondents. More than one-half of the leadership
personnel considered working conditions, limited inter-state agreements.
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and legislative "bottlenecks” drawbacks to performing their jobs. Forty-
three per cent of the respondents felt that the organization of the
Department prevented their doing their jobs well, but most of the res-
ponses to this item fell in the "rarely" to "sometimes" categories. Limited
cooperation from colleges seldom becomes a drawback in job performance
(70.4 per cent never and "rarely" responses), and only rarely do local
school conditions effect the performance of the leadership personnel
(55 per cent "never" and "rarely" responses). (See Table 43, Appendix
A for the numerical tabulation of this item.)
Evaluation Practices
All but two of the respondents evaluate their own effectiveness
within the. organizational context of the Department of Education. Over
one-half of them reported moderate and almost one-third reported extensive
personal effort. Only 12 per cent reported limited personal evaluation.
^milarly, almost one-half of the respondents reported moderate
efforts of evaluation of their services by the Department, only 18.4 per
cent reported extensive evaluation by the Department, and more than one-
third of the leadership personnel reported no evaluation or limited eva-
luation by the Department. Hence, there is greater variation of opinion
concerning the extent of departmental efforts than of personal efforts
to evaluate their work, with personal evaluation being the more extensive.
(See Table 44, Appendix A for numerical tabulation of this item.)
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Satisfactory-Dissatisfactory Experiences
The final section of the questionnaire consisted of two non-structured
items requesting the respondent to relate some satisfying or dissatisfying
experiences connected with his work; to describe a time when he felt es-
pecially pleased or satisfied with his work in the Department of Education,
and on the other hand, a time when he was not especially pleased or felt
dissatisfied with his work in the Department.
Satisfying Experiences
Leadership personnel in the Teacher Education and Certification Sec-
tions find their greatest satisfaction in seeing their efforts bring about
improvements (change) in certification programs, procedures and attitudes.
For example, one respondent wrote, "The most recent occasion (there are
many) was connected to the freedom provided for the staff of the Division
to work out an acceptable means to encourage a major change in the basis
for certification. Top leadership (Commissioner and Board of Regents)
have supported and encouraged us in this effort."
Another respondent wrote, "I felt especially pleased when after
extended study and planning and the involvement of hundreds of people,
we went through a revision of our certification program and moved to the
approved program approach."
Many respondents reported feeling a real sense of satisfaction in
assisting Ln designing and seeing implemented new programs in teacher
education and certification. Said one person, "These are the times when
the State Board of Education approves new regulations or approaches on
which we have been working for several years with various groups in the
state, and the time for implementation of the new and better program has
arrived.
"
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Often satisfying experiences were related to the more efficient
functioning of office procedures as a result of the introduction of data
processing or the computerization of procedures. One participant answered
that he felt particularly pleased "after we up-dated our office procedures
and added staff to provide adequate service to school personnel."
Peer relationship with professional associations, college and
university educators, and Department colleagues were also significant
sources of satisfaction, as well as personal recognition for having been
of service or having done a job well. One leader wrote that he was es-
pecially pleased "whenever real opportunities are presented so that my
participation can make a difference." (Table 45 in Appendix A illustrates
the clusters of paraphrased responses and frequency distribution of this
item.
)
Dissatisfying Experiences
Dissatisfying experiences of the leadership personnel of the Teacher
Education and Certification Sections stemmed from a variety of causes,
but most were rooted in insufficient time or money. A great many of the
respondents said they were unable to effect needed changes in the certi-
fication processes of their states because they were hampered by insuf-
ficient staff or budgets to plan and develop new programs, or that they
felt particularly frustrated when after months of careful planning,
those recommendations which were arrived at met a "bottleneck" along the
way to implementation. As one respondent said, "The complexity of the
change process involving groups ranging from professional associations
through teacher education institutions and employing agencies frequently
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makes change a very slow process... i.e., four years ago draft guidelines
were developed by this unit for teacher aides. As of this date, and
despite repeated efforts, no results. We have put four frustrating years
into consolidating vocational and general certification. We may make it
by July 1, 1971."
Several respondents felt constricted by a lack of staff to perform
even the necessary services promptly and efficiently. These leaders seemed
particularly to resent this interference when the work that had to be
done was associated with "counting credits" and paperwork that was re-
l<ited to outmoded standards. As one man wrote, "I never seem to have time
to think creatively about my job. I seem to always be swamped and 'up to
my neck' in doing evaluation." Another reported that, "Times of frustra-
tion occur for me when I seem to get bogged down in applications of
certification requirements which are outmoded and outdated but which re-
quire a long and rather complicated process to effect any significant
change.
"
Other frustrations included such conditions as the inability to
work closely with teacher training institutions and local personnel; be-
ing asked to make exceptions to the rules; the inability to attend work-
shops and conferences due to insufficient funds; and the low stature of
the DOE in the eyes of the public and colleges. More than one partici-
pant mentioned the frustration of trivial regulations and bureaucratic
"red tape." Said one, "I am not pleased with the organizational constipa-
tion which now exists and necessitates clearing all aspects of teacher
certification and teacher education through so many groups that we can
scarcely operate."
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Although most of the respondents Indicated a general feeling of
support from their administration, many seemed to reflect the views of
the participant who said, "We do have considerable freedom to express
our views to an excellent Chief State School Officer who is willing to
listen, but lack of finances stops action." Many good plans were re-
ported blocked by lack of legislative support to provide adequate funds
for development or implementation. (For a tabular representation of the
paraphrased, clustered responses of the total study population see
Table 46, Appendix A.)
Concluding Remarks
The purpose of this chapter was to present and interpret the data
which were gathered in this study in a straight-forward and objective
manner. No attempt was made to suggest any conclusions or implications
of these findings. That task was left to the final chapter. This last
chapter will include a summary and discussion of the findings of the
study.
CHAPTER V
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
Introduction
One begins to realize, as he looks at certification, that there
does not exist one set of constants, a simple model of what a teacher
should be. The whole concept of teaching is changing. The self-contained
classroom is being challenged; the curriculum is being re-examined; the
nature of the teacher-student relationship is being studied. In 1940,
there were only 130 million people in this country and approximately
875,000 teachers. By 1969, there were over 200 million people and more
than 2 million teachers, which means that in 30 years the teaching force
more than doubled. In 1947-48, less than 60 per cent of the teachers
in American schools had a college degree; by 1969 over 95 per cent of
American teachers had at least a baccalaureate degree. 90 Admittedly,
then, the standards for teacher preparation and certification have been
raised considerably in the last quarter century. However, it has become
increasingly evident to more and more modern-day educators that turning
|
out more graduates who are certified to teach does not necessarily guarantee
a supply of fully qualified teachers to meet the current demands of the
public schools of our nation. Standards for teacher education and certi-
fication are currently being met with challenges throughout the nation
in terms of their rigidity, inadequacy and irrelevance to the quality of
90
Edelfelt, "National Trends in the Certification of Teachers,"
op_. cit .
,
p. 8.
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teaching skills. These dissatisfactions have given rise to a performance-
based movement in education which is directed toward establishing criteria
for educators which would determine a person’s ability to perform rather
than rely upon a verification of the prescribed academic experiences he
has had. This trend has resulted in self-examinations by many leaders
within the teacher education and certification sections of state educa-
tion agencies throughout the country, many of whom are no longer assuming
that the accumulation of course credits can provide an indication of
professional readiness.
The purpose of this study was to gather perceptual and factual
information about prevailing conditions and situations which relate to
the process of certification, and to interpret from the accumulation of
these data current trends and implications for future developments in
teacher education and certification, particularly as these conclusions
relate to the development of the performance-based teacher education and
certification movement. The study sought to look beyond the existing
legal requirements of the states by examining the movements within the
various states in regard to changes in the philosophical and procedural
practices of the certification process. In the construction of the basic
instrument utilized for data gathering, the investigator also sought
perceptual information from state certification leaders regarding the
major power sources or change agents within the states, as well as
information regarding those factors which were encouraging or providing
constraints in the change processes.
This study assumed that the state Directors of Teacher Education
and Certification and their professional staff members were concerned
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with the viability of their functional roles within the context of the
total state education agency. One hundred and forty leadership personnel
in the Teacher Education and Certification Sections of the fifty State
Departments of Education were identified as the study population, and 98
responses had been received at the point of tabulation, representing 70
per cent of those receiving the study questionnaire. These responses
represented participation from 43 individual states. The 98 participants
provided information concerning: (1) the organizational characteristics
of the teacher education and certification sections of the forty three
state agencies by whom they were employed; (2) the current rationale
and operational strategies of the state education agencies as they re-
lated to the certification process; (3) the respondents' perceptions of
those elements which they felt had significant influence on changes in
the teacher certification process; and (4) the respondent's view of him-
self in terms of his functional relationships to the state educational
agency as an organizational structure. The data was analyzed with
respect to the underlying assumptions of the study, and a summary of the
findings, including the investigator's recommendations, will be presented
in this chapter.
Summary
A general profile of the leadership personnel within the Teacher
Education and Certification Sections of the State Departments of Educa-
tion reveals that most of the certification leaders are male and come
from a broad range of experiences and backgrounds. Over one-half of the
respondents (53.1 per cent) have been in their present positions not less
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than one and not more than five years, however one-fourth (26 per cent)
of the respondents have been in the same job for more than ten years.
Most of the leadership personnel have had extensive experience at the
local school level, but have come most recently from college or university
positions to the Department. A majority of these leaders have either a
master’s or doctorate degree.
Teacher Education and Certification Sections differ to a great
degree throughout the nation in regard to size and resources, as one
might expect, with the amount of DOE general operational budget alloca-
tions ranging from $20,000 to over $3,000,000 in the largest state. The
average percentage of overall state education budget allocated to the
Teacher Education and Certification Section was found to be 4.7 per cent.
Although this represents a middle figure, (budget allocations for Teacher
Education and Certification Sections ranged from .02 per cent to 20.7
per cent)
,
its relatively small size appears to be fairly representative
of most of the state education agencies. A resounding complaint from
virtually all respondents was that inadequate resources restricted the
planning and development of new programs and, in many cases, the efficient
operation of programs that were already in existence.
Functionally, the Teacher Education and Certification Sections are
most often related to the Instruction Division of the state education
agency, although they also work with the Planning, Finance, Administra-
tive, Curriculum, Vocational Education, Supervision, Higher Education and
Research sections of the Departments.
Leadership personnel in the Teacher Education and Certification
Sections are, on a whole, in decision-making positions. Over three-fourths
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of the participants of the survey reported no more than two decision-
making levels between their positions on the organizational chart and
the Chief State School Officer of the State. Seven of these leaders re-
ported no decision-making level between their positions and the Chief.
These leaders, as a group, do themselves represent a very substantial
power source to influence and, in fact, effect change within the Teacher
Education and Certification Sections of the nation's state education
agencies. Their perceptions then of where we are and where we are going
in teacher certification should indeed be reflective of the trends one
might expect to see emerging in certification within the next few years.
Operational Philosophy and Strategy
Of the 43 states participating in the study, six states reported
using a credit course approach to teacher certification, 38 states re-
ported using the approved program approach, and one state reported using
91performance-based standards. In order to arrive at an overall national
picture of the operational philosophies of the fifty state education
agencies, the investigator used the program information available in the
92
most recently published source on certification program description to
determine the policies of the non-reporting states. With the addition
of these figures, it would appear that the national picture is as follows
Idaho and Ohio reported both credit course and approved program
approaches
.
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State Education Department Policies and Practices in the Approved
Program Approach to Teacher Education, Revised, June, 1970, o£. cit .
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7 states are using a credit course approach^
42 states are using an approved program approach
1 state is using a performance-based approach
It is significant to note that all of the six states reporting the
use of a credit course approach to certification anticipate changing
from that position to an approved program approach, three of these
states within the next one to two years and the remaining three states
within a three to five year time span. In fact, there was no state re-
porting any of the three types of program approaches that did not
anticipate some type of change in the future. The directions of those
changes and the anticipated time spans did, however, vary to some degree.
Of the thirty-eight states reporting the use of approved programs,
fourteen anticipated changes within the structure of the approved pro-
gram approach. Six of those states expected changes in the operational
philosophies and/or procedures within the next one to two years;
another six expected those changes to take between three and five years,
and only one state expected changes to take as long as six to ten years.
The majority of those states using the approved program approach to
teacher certification anticipated that changes in their programs would
be in the direction of a performance-based approach to certification.
Of the thirty eight states currently using the approved program approach,
twenty-three anticipated moving toward performance-based criteria. Twelve
of those states predicted this movement would take place in the next
93
Idaho and Ohio, which reported programs in both credit course
and approved program categories are both counted in this number, as
is Alaska, which is currently revising standards for certification.
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one to two years, and the remaining ten expected this revolution to take
no longer than three to five years. The State of Washington, which is
the only state with established performance standards for teacher certi-
fication, looks forward to the implementation of these new procedures
m the near future. The design and implementation of these new standards
and procedures will unquestionably serve as a guidepost to the other
states who are interested in this movement.
The remaining ten states currently using the approved program
approach indicate plans to combine the approved program and performance-
based approaches. From the voluntary comments in the related open-ended
questions of the survey and the study of the literature, the investi-
I
gator has found that many of the state education agencies are approaching
the performance-based movement gradually and are adding to or adapting
I]
existing programs in step by step processes which build upon the existing
desirable aspects of their already established procedures. In some
cases the impetus may come from the development of performance criteria
for elementary and secondary teachers and students; in other states
the preparing institutes may be training students for differentiated
staffing patterns within the schools while at the same time the profes-
sional organizations are concentrating on more local control for in-
service education.
Unquestionably, however, this study has established the certainty
of interest in the performance-based movement in teacher education and
certification. Whether these thirty three states do in fact implement
some degree of performance standards within the next five years only time
will tell. There can be no question, however, that a great many leaders
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in the field of teacher education and certification in a substantial
number of states are at least interested in moving in this direction in
the relatively near future.
More than one-half of the leadership personnel indicated that their
present operational philosophies and internal operations were under study
which is consistent with the large number of states that anticipated
change within the next one to two years. However, a surprisingly large
number of respondents (25) felt that their present programs were meeting
the needs of their states, and only nine participants in the study felt
that their programs were "not relevant to the needs of the state educa-
tion system. " Over three-fourths of the leaders indicated that their
states’ policies and procedures were either reviewed frequently or
were currently in the process of a major revision. Less than one-sixth
of the respondents judged their states' reviewing process as inadequate.
Thirty-six per cent of the leadership personnel felt that the internal
operations of their Sections were fulfilling organizational expecta-
tions, and only 13 per cent saw the need for improvement. One can only
speculate on the motivation behind these responses; perhaps the leader-
ship personnel within the Teacher Education and Certification Sections
believe that they are meeting the needs of the people and programs they
serve as well as can be expected within the budgetary and personnel re-
sources available to them. It does seem a bit inconsistent, however,
for such a large number of participants to indicate a desire, and in-
deed a real anticipation of change if, in fact, such a large number feel
their present systems are quite adequate.
Over two- thirds of the leadership personnel described the emphasis
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Placed on their role in fulfilling the Department’s expectation of the
Teacher Education and Certification Section as one of leadership and
service. Only 15 per cent viewed their jobs as regulatory/administra-
tive. A great many State Directors expressed a real sense of relief
and optimism over finally being able to move from a regulatory position
to one of leadership. One such Director expressed a sense of satisfac-
tion from finally being able to "serve as a linking agent between the
researchers and the practitioners to improve instructional practices
through teacher preparation and certification programs." If indeed this
leadership role is to become a reality, the State Directors of Teacher
Education and Certification and their professional staff members will
be expected to give attention to the long-range needs of education and
to the promotion of programs necessary to meet those needs.
Organizational Stimulants and Constraints
Almost two-thirds of the participants in the survey indicated that
the certification processes of their states were currently under attack
by various groups within their states. Using two different approaches,
the investigator asked each participant to identify, in his opinion,
those factors which he felt prevented optimum conditions in certifica-
tion, to identify the major and minor problem areas in certification in
his state. Interestingly, when the participants were given a choice of
"not a constraint," "minor constraint," or "major constraint," no
critical problems were apparent; the modal distribution point fell in
the "not a constraint" or "minor constraint" category on every item,
with the exception of "implementing performance criteria." When the
responses were collapsed into positive-negative categories and viewed
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togethar with the open-ended responses to the same question, the follow-
ing items were identified as problem areas, at least to some degree,
by the majority of the leadership personnel in the Teacher Education and
Certification Sections (arranged in descending order of frequency)
:
insufficient financial support
-- inadequate provisions for staff development
for certification personnel
inadequate staff in the certification section
developing performance criteria
implementing performance criteria
-- lack of flexibility in certification requirements
relationships with professional teacher
organizations
Additionally, a significant number of certification leaders found
that the following four areas caused more than a slight degree of trouble
in the efficient operation of certification procedures in their states:
(1) proliferation of certificates, (2) relationships with teacher
training institutions, (3) reciprocity between states and (4) certifica-
tion being treated as a political issue. Twenty—six respondents con-
sidered relationships with local school districts a problem to some
degree, and thirty-seven listed multiple standards for certification
within the approved program approach as a constraint. Forty-one res-
pondents identified teacher shortage as a problem area, but it was only
considered major to six of these. One Director, however, wrote that
until it was possible to fully staff the elementary and secondary schools
of his State with college-degree teachers, little hope could be seen
for his state to move toward higher quality, performance-based standards.
On a whole, however, from the evidence in the related literature
studies and the results of the study questionnaire, one can be safe in
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assuming that the critical teacher shortage is over, and that the ques-
tion, therefore, has become one of quality rather than quantity in the
teacher selection process. It has, in fact, been true that in those
states which have had an abundance of teachers from which to choose,
those same educators have also enjoyed the freedom to experiment with new
programs and the opportunity to develop increasingly high standards for
employment and in-service training. It is difficult to imagine a state
education agency insisting upon behavioral objectives and performance
criteria, if they are still struggling to find enough "warm bodies" to
staff their classrooms.
In almost every case, the leadership personnel of the Teacher
Education and Certification Sections agreed that the lack of financial
support created some degree of frustration and constraint. Most fre-
quently these problems were related to inadequate provisions for staff
or staff development — a lack of time or funds to think creatively, to
plan and develop new programs or even to keep the ones they had running
efficiently.
Although in general the respondents felt a sense of support from
the administrative personnel of the Department, too often many of their
ideas or plans never get beyond the drawing board because of budgetary
restrictions. Other conditions which affected the nature of the problem
areas concerned working conditions, organization, control, program and
local conditions. By the same token, it is interesting to note that
although eighty-eight of the ninety-eight total study population considered
insufficient financial support a problem in teacher certification, only
twenty-eight of these same leaders more than occasionally served as a
liaison with the state legislature on matters pertaining to certifica-
tion.
Change Characteristics Associated with the
Performance-Based Movement
The participants of this study were asked to indicate the degree
to which each of the twelve change characteristics commonly associated
with the performance-based movement were currently being dealt with by
the Department of Education personnel, teacher training institutions,
teacher advisory councils, professional organizations, legislative
groups and lay groups within their states. As a group, the leadership
personnel of the Teacher Education and Certification Sections felt that
Department of Education personnel, teacher training institutions,
teacher advisory councils, and professional organizations were all
invoxved to some degree in the performance-based movement. Legislative
groups and lay groups were not viewed by even as many as one-half of
the respondents as demonstrating any degree of interest or actively
in the performance-based approach to certification. Of the groups that
were participating in the development activities associated with per-
formance criteria, different degrees of emphasis were indicated as one
might expect; however, the majority of the reactions to each group fell
in the "some degree" category, with the professional organizations show-
ing the least amount of substantial activity.
Department of Education personnel were judged to have little
interest in placing more control for pre-service education away from
the Department of Education, an assumption that was previously esta-
blished in the investigator's survey of a similar group of teacher
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education and certification leaders who participated in the Miami Con-
ference on Performance-Based Teacher Education in May, 1970. Teacher
Advisory Councils were viewed as having less interest in developmental
activities, as one might imagine, since their primary responsibility in
most states deals with program review and recommendations for approval
to State Boards of Education.
In a previous section of the questionnaire, respondents indicated
that the development and implementation of behavioral objectives and
performance criteria for students and teachers would create problems to
some degree for their states' Teacher Education and Certification Sec-
tions. This is undoubtedly true, in light of the fact that among
the torch bearers of the movement there is little agreement even upon
the terminology; however, the Department of Education personnel, teacher
training institutions, and professional organizations were judged by
most of the respondents as exerting more than a little effort in work-
ing toward solutions to these problems.
Interest in more field-centered control for in-service education
received considerable support from all of the groups (legislative and
lay groups withstanding), and, as noted in the related literature
surveys, states such as Florida and New Hampshire have already implemented
programs which place the responsibility for in-service education of
teachers at the local level. Additionally, the enlargement of partici-
pation in decision-making concerning teacher education and certification
was also actively supported. This fact reinforces the claim in the
related literature study that one of the trends in teacher education
and certification is a decentralization of the certification process as
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Illustrated by the creation of such groups as the Professional Practices
Commissions
, Teacher Advisory Councils, Certification Review Committees,
and, indeed, the approved program approach itself which places a great
deal of the responsibility for quality standards with the teacher train-
ing institutions within the states.
Groups Which Most Influence Change
When asked to rank order four groups which, in the opinion of the
respondent, had the most influence on changes in the certification pro-
cesses of his state, the leadership personnel of the Teacher Education
and Certification Sections listed the Department of Education Certifica-
tion Section and related DOE Sections as having the most influence on
change, followed by the teacher training institutions and Teacher
Advisory Councils. Teacher associations, legislative groups. Professional
Practices Commissions, and the State Boards of Education were also iden-
tified as power sources within the states, but not with the same degree
of influence on change as the DOE, teacher training institutions and
Advisory Councils.
Tne consistent, high, positive correlation of these three groups
would seem to substantiate the investigator’s earlier claim that there
is indeed a new era developing in which state education agency personnel,
teacher training institutions and representatives of the teaching pro-
fession have begun to work together toward common goals. In an emerging
leadership/service role the Department of Education, and more specifically
the Teacher Education and Certification Section, has reached beyond its
traditional allies to include new, representative groups of teachers and
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their spokesmen in planning and development activities with shared ob-
jectives. This movement supports the investigator's findings of the
follow-up survey of the Miami Performance-Based Conference which predicted
that state education agencies would assume a more significant role in
the profession's thrust for accountability.
Desired Information and Activities
Generally, respondents replied that printed materials concerning
developments and promising practices in other states as well as national
publications on change strategies and programs would be most helpful in
planning for and implementing changes in their own states. Workshops,
conferences, seminars and study groups were also emphatically needed
according to an overwhelming majority of the leadership personnel.
Role Perceptions Within the Department of Education
Leadership personnel in the Teacher Education and Certification
Sections of the State Department of Education viewed the objectives of
their jobs as providing leadership and service, with very few respondents
admitting to regulatory-oriented roles. This lack of omission is, to
some degree, in contrast to the somewhat regulatory reactions to the
following part of the questionnaire which was concerned with job-related
events and how they occured. The responses to items dealing with "ways
of work," "requests for services," "persons with whom you work," and
"methods of working" may only prove that the respondents feel they pro-
vide leadership within many of the regulatory-oriented activities. It
is conceivable that the participants responded to these items from a
somewhat traditional posture, and that they still operate in light of
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an old set of assumptions about their jobs but are inspired to think
new terms about their roles in fulfilling the expectations of their
Departments and the needs of the education system. This would be parti-
cularly true as these leaders are provided increasing freedom from per-
forming credit-counting tasks, either as a result of more sophisticated
programs or more streamlined office procedures.
The investigator was particularly impressed by a number of thought-
ful, unsolicited letters which accompanied the returned study question-
naires. In more than a few of these letters, leaders in teacher educa-
tion and certification reported that they recognize that pre-service and
in-service standards in their states may at last be moving away from
long established traditions of rigid, and sometimes unrealistic require-
ments in the direction of criteria which would ideally set forth stan-
dards to reflect the quality of a teacher's performance. If indeed
many of these leaders are reluctant to "jump on the performance band
wagcn, as one critic put it, it may be that a considerable number of
them feel that they have for years been working toward moving their
states' certification divisions in this direction but perhaps under
different names and with varying degree of impatience and success. This
investigator would be in error not to point out that, although the per-
formance movement has received considerable publicity and support in
recent months, there remain a substantial number of State Directors and
professional staff who are reluctant to acknowledge any degree of in-
terest in moving their states in that direction until some of the more
difficult philosophical questions concerning decision-making and imple-
mentation have been worked out.
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Conclusions
Where We Are
Throughout the country there exists a great divergence of philoso-
phies and standards regarding teacher education and certification. At
one end of the spectrum there are the states which continue to be com-
mitted to the course-credit approach for certification, and in these
states little freedom of movement away from the traditional programs of
teacher preparation appears, or, in fact is encouraged, in the teacher
training institutions. At the other extreme are states such as Washing-
ton and Florida that have very recently designed new state certification
guidelines which encourage, and in some cases, insist upon performance
c^it^ria for teaching. In states where these approaches are being
taken, the greatest degree of innovation has been found in teacher pre-
paration programs.
Somewhat in the middle (and in the majority) are the states that
are moving toward the approved program approach to accreditation and
certification, allowing or encouraging, in most cases, creative approaches
to teacher education within the training institutions while reassessments
of the existing criteria for state certification and reciprocity are
being made.
Throughout this study, the investigator noted a vigorous and
searching interest in the areas of teacher education and certification
on the part of a wide range of people. There are, in fact, numerous
investigations currently being carried on in these two areas throughout
the nation. To imply that the same conclusions are being reached by all
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of those who are involved, however, would by no means be correct.
Where Are We Going and How Do We Get There
The recent trends in teacher education and certification appear to
be moving away from the Circular 351 directions of the 50's, (U.S.O.E.
Il9P-08ed Standards for State Approval of Teacher Education
, Revised,
1967,) which was somewhat prescriptive and unit-oriented — toward
the acceptance of performance-based standards for teacher preparation
and eventually teacher certification.
The past decade has seen the emergence of a trend toward partici-
patory decision-making on the part of teacher education institutions
and members of the profession generally, and evidence supporting this
trend can be found in the approved program approach, cooperation and
planning across institutional lines, teacher advisory councils, profes-
sional practices commissions and professional standards boards, and an
increased interest in relevant and meaningful teacher-learning experiences
both in pre-service and in-service education programs. It is the inves-
tigator’s opinion that the search for quality in education will continue
and gain momentum as educators strive toward professionalism through
accountability. Sharing must become a trademark of the profession, not
only in the relationships of ideas among members of the state education
agencies, institutions of higher learning, and members of the profession
within their own cities and states, but also across state lines and be-
yond established boundaries.
Personnel In state education agencies will have to accept the idea
of a partnership among various institutions and agencies on matters re-
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lating to teacher education and certification as an acceptable and
advantageous way of working. The spark for significant changes in
teacher education and certification is likely to come from any one of
the several agencies within a state. Realistically, it would be im-
possible to designate any one of these as "the leaders" in all states.
By the same token, effective strategy would make it inadvisable to
attempt to create a single pattern of operation among the fifty states.
Implications for New Relationships in the Future
It seems apparent that the trend in teacher education and certifi-
cation is no longer toward a simple dyadic relationship between state
education agencies and institutions of higher learning, but is instead
a movement in the direction of a more balanced relationship among state
education agencies, teacher training institutions and the profession,
as represented by the relatively new Professional Practices Commission,
Teacher Advisory Councils and active professional teacher organizations.
Traditionally, relationships in planning and effecting improvements in
teacher preparation and certification have been a two-way arrangement,
with very little input from the profession. Even in those states that
attempted to involve the profession in planning and regulatory activi-
ties, this relationship did not mature to any appreciable degree, with
the result that the profession has remained until recent years in a
somewhat isolated position with regard to policy and decision-making in
the areas of teacher training and certification.
The development of teacher advisory councils, professional prac-
tices commissions, performance-based criteria, and flexible staffing
168
patterns as well as the new directions in in-service education and certi
ficatim. that have occured outside of existing approved programs all have
strong implications for the recognition of a new and incisive role for
the profession and its organizational representatives. If this trend
IS to be capitalized upon to any degree by all those concerned, there
must be a much more sophisticated level of involvement and a better
information linking system than currently exists among the various par-
ties. 4n "agonizing reappraisal" on the part of each agency concerned
is essential.
"The genius of the future will lie in the ability
of the various institutions and agencies to move forward
together under leadership that may come from different
sources at different times as different problems arefaced. On most problems, all will need to be working
in some capacity."
The education profession must find better ways of preparing and
utilizing its human resources. Focusing attention on innovations with-
out recognizing the impact they will have upon professional personnel
and their changing roles will not be adequate to meet the demands for
quality education for the future.
In most areas of the country the teacher shortage which Has
plagued the nation for so many years is apparently over. It is antici-
pated that this changed situation will encourage a more selective re-
cruitment and retention of teachers, and will remove much of the pressure
on training institutions for volume production, thus permitting concen-
Earl Armstrong and Howard E. Bosley, eds.
,
"The State Education
Agency in Teacher Education," Teacher Education In Transition
,
Volume II,
An Experiment in Change, Multi-State Teacher Education Froject, 200
Sheraton-Chase Building, Baltimore, Maryland, July, 1969, p. 3.
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tration on quality factors related to pre-service and continuing educa-
tion.
Educational Accountability
Educational accountability is in the interest of the tax paying
public. Competition for increasingly limited tax dollars has given rise
to demands for assurance that public monies be used most wisely in
accomplishing the purposes of public institutions. Moreover, the lack
of any large-scale pay-off for the millions of federal dollars already
expended in an attempt to solve the old and new problems of the nation's
schools has frustrated both the dreamer and the realist.
Educational accountability may be defined as "the process for
explaining the utilization of educational resources in terms of their
95
contributions to the attainment of desired results." For a policy
of accountability to be applied to what a state education agency,
university or local school district can and should be doing, all parties
concerned must recognize the educational management process as a con-
tinuing information feedback mechanism which is designed to hold the
profession responsible or accountable, not for the problems in the teacher
education and certification process, but rather for doing something about
those problems with the information provided.
When an institution can articulate its ends in terms of affecting
the performance of the individuals which are a part of its whole and can
measure each of its present actions against these same criteria, then it
95
Daniels, ££. cit .
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becomes possible to envision new ways to bridge the gap between present
levels of goal attainment and the desired goals of the future. All
the working pieces are visible and identifiable from a common reference
point. With "where we are" and "where we want to be" clearly defined,
the management of education can become a goal directed evolutionary
process.
Recommendations
Gordon L. Lippitt in his book, Organizational Renewal
,
has said.
No man or group of men, however empowered, can prevent change from
occur 1 ng. At best they can only hasten or delay it. More importantly,
they can cope with change at all if they are aware of its nature and pro-
bable effects. In this sense, those responsible for the management of
our organizations are faced with extraordinary difficulties in being al-
ways correctly informed and situationally knowledgeable."^
The results of this investigation have shown that each of the forty-
three states which participated in this study anticipates changes in the
certification programs of their states, 33 of these states in the next one
or two years. Over half of the participants look forward to changes in
the internal operations of their departments. To respond to these new
thrusts by executing the same old programs and services would be to
ignore a leadership responsibility. To rush into ill-conceived programs
would be wasteful, to be opportunistic, shallow.
o6
Gordon L. Lippitt, Organization Renewal , (New York: Meredith
Corporation, 1969), p. 295.
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If indeed the Teacher Education and Certification Sections of the
State education agencies of our nation are faced with the problems of
insufficient funds, insufficient staff and insufficient time to plan and
develop new programs in teacher certification, or in fact to effect the
efficient operations of the programs that now exist, then perhaps the
only recourse remaining for them must be to meet this challenge by uti-
lizing more effectively those financial and manpower resources that are
already available to them.
97Organizational Renewal
State education agencies, and more particularly, Teacher Education
and Certification Sections within the State Department of Education,
should establish (or re-establish, in many cases) the priorities of their
organizations. Resource utilization studies should be made at the
beginning of an organizational renewal process which would focus upon the
strengthening of those human processes in the Teacher Education and
Certification Section which would improve the functioning of the organic
system in order to achieve its stated objectives. Cherished and comfort-
able assumptions and prevailing ways of doing things must be questioned.
i
To stimulate an organizational renewal, one person or a specific
group of people should be assigned the responsibility of initiating
action intended to bring about planned changes. The following eight
criteria are suggested to assist in establishing and evaluating any
Organizational renewal as used in the context of this recommenda-
tion is defined as "the process of initiating, creating and confronting
needed changes in order to adapt to new conditions, to seek solutions
to problems, to learn from past experiences, and to move toward greater
organizational effectiveness."
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contemplated or continuing plan for organizational development and renewal
m Teacher Education and Certification sections within state agencies:
Cl) The organizational renewal effort should be based
upon clearly articulated objectives which are com-
patible with the dominant value system held by
decision-makers in the state with regard to the
primary purpose of the certification process.
(2) The renewal efforts should take into account the
essential needs at the present time within the
Teacher Education and Certification Sections.
(3) Long-range as well as short-range plans should
be basic to the renewal process. ' This process
should be based upon the realities of future
changes; new plans should provide flexibility
for timely self-adj ustment in the future.
(4) Organizational renewal should be predicated on
examples of successful and unsuccessful per-
formance within the present organizational sys-
tem of the Teacher Education and Certification
Section. (A well conceived program should be
based upon the most thorough information possible
as to the kinds of characteristics and capabili-
ties needed to get each job done within the
Section.
)
(5) Activities and plans should be formulated to
change or reinforce positive individual attitudes
as well as to develop applicable skills and
knowledge
.
(6) The organizational renewal process should be
designed in all respects specifically for the
Teacher Education and Certification Section and
accompanied by professional planning and imple-
mentation.
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(7) The renewal efforts should be supported by the
leadership practices and climate of the Teacher
Education and Certification Section as an organi-
zation. (Reinforcement and follow—up are essen-
tial. The behavior of senior leadership personnel
should manifest support for and belief in the
development program so as to establish a climate
in which achievement is possible. Desired changes
in the organization should be rewarded as concrete
indications that progress toward the new goals is
recognized and appreciated.)
(8) The organizational renewal of the Teacher Educa-
tion and Certification Section should provide
for evaluation in terms of long-range Department
and Section goals.
(9) The renewal process should be designed to ultimately
strengthen rather than weaken the individual’s de-
sire to remain productively employed by the Teacher
Education and Certification Section of the State
Department of Education.
If in fact the Teacher Education and Certification Sections are
troubled by a lack of finance or people to meet existing needs, a re-
newal and/or re-deployment of the same funds and personnel could in all
likelihood more effectively accomplish the priorities and goals these
organizations. The art of effective organizational management in the
Teacher Education and Certification Sections of the State education
agencies will be found largely in the ability of its leaders to make
accurate evaluations, to sort out true need for change from the mere
chaff of minor problems, and to take timely action.
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The Importance of the Legislature
One major source of the educational community's power to effect
change Is their influence on the state legislature. Too often the role
the legislature is neglected in discussion of educational change
- yet
few other agencies have as much influence on the schools. A legislative
mandate for school curriculum or standards has few competitors for the
«
top of the list of actions that produce basic alterations in school
operations
.
While the legislature may not be the best place to establish de-
tailed educational policy requirements, most new proposals for changes
in education policies must come before the legislature if for no other
reason than to obtain funding. Through their power to establish teacher
certification standards and specify curriculum, legislatures influence
who will teach what in addition to determining the amount of money educa-
tors will be granted to accomplish their goals.
The magnitude of the strength and expertise of an effective work-
ing combination of the profession, university representatives, and state
education personnel is staggering. It is somewhat surprising that edu-
cators have failed to utilize this combined source of power to any degree
in the past; unfortunately there are more examples on record of in-fighting
within the profession as a whole than of results of effective coalitions.
For too long the politicians have been isolated from the educators, and
the educators have talked mostly to themselves. Undoubtedly this area of
influence has implications for new and more trenchant relationships for
the future. The investigator specifically recommends that:
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(1) Legislative groups be considered an untapped source
of energy and power and be kept informed of new
trends in teacher education and certification, parti-
cularly in regard to the performance-based movement.
A minimum of one person within the Teacher Education
and Certification Section of the state education
agency should be assigned the specific responsibility
of developing legislative expertise - or becoming
knowledgeable of the people and procedures that can
effectively influence change in the certification
process of his state. A further objective of this
job would be to effect working coalitions among
the various groups and organizations within the
state that are working toward the common goal of
improvement in teacher training and certification.
(2) The leadership of the teacher education and certi-
fication personnel (NASDTEC) propose and seek a
stronger relationship with the Education Commission
of the States, a non-profit organization representing,
at this time, 41 states and two territories. This
Compact is designed to provide a partnership between
state education and political leaders for the advance-
ment of education. The investigator views this
organization, if properly considered, as an effec-
tive vehicle for accelerating needed changes and
assuring a greater degree of success in new inter-
state relationships.
Planning Strategies for Strengthening Leadership
Personnel in Teacher Education and Certification Sections
Evidence from this study indicates that time and funds must be
provided to free the leadership personnel and staff of the Teacher
Education and Certification Sections of state education agencies from
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day-to-day operations of their jobs in order to study long-range goals
for teacher certification and to initiate the planning and development of
appropriate programs to meet those goals. Specifically, this would in-
clude setting aside state funds for certification planning and develop-
ment as well as designing plans which would utilize federal block grant
funds that have been designated specifically for strengthening state
4
education agencies’ capabilities and personnel. 98 The following activi-
ties are recommended to accomplish these goals:
(1) In-service training sessions for DOE personnel
to provide goal clarification and motivation
toward objectives. (See Organization Renewal.)
(2) Seminars involving teacher training institutions,
local districts and DOE administrative personnel
to bring together educators from throughout the
state who are working toward the improvement of
pre-service, in-service and certification pro-
grams for teachers.
(3) National, regional and state conferences de-
signed to the study change strategy with follow-
up training programs planned to provide technical
knowledge to effect desired changes.
(4) Release time and funds for leadership personnel
In an address delivered at the Annual Meeting of the Council of
Chief State School Officers on November 16, 1970, the Honorable Elliot
L. Richardson, Secretary of Health, Education and Welfare said, "
State Departments of Education are essential working units in the Federal
education structures. We intend to help your departments to continue
the high priority planning and evaluation functions which you have re-
cently begun. In addition, we shall aid you as you begin working with
local educational agencies in your States to build a strong foundation
for planning and evaluation. This way we can all be more responsive to
the call for accountability and better management in education. If we
are to solve many of the educational problems facing our country many of
the initiatives must flow from strong State education agencies."
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in the Teacher Education and Certification Sec-
tions to make on-site visitations to successfully
operated programs and pilot projects in performance-
based programs within their own states as well as
in other states whose programs share similar objec-
tives .
Clustering of States for Shared Assistance
An efficient use of federal funds allocated for strengthening State
Departments of Education would be in support of national and regional
clusterings of "like" states whose present programs and future directions
are similar in philosophy or design. Technical assistance for program
and staff development could be provided efficiently in such multi-state
projects which would involve staffs from teacher training institutions,
local and district school personnel, and professional organizations and
be sponsored within each state by the state education agency.
The results of this investigation suggest the possibility of three
such groupings:
(1) The six states which currently have credit course
oriented certification programs that are moving
toward the approved program approach;
(2) The twenty-three states which have approved program
standards and are anticipating changes within the
structure of the approved program design; and
(3) Those twenty-two states which currently are using
the approved program approach to certification and
are anticipating changes toward a performance-based
approach.
Further stratification could be made in terms of readiness, emphasis,
interest, and anticipated time span for development and implementation.
One of the merits of this plan would be the opportunity for leader-
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ship personnel in similar positions with similar problems to work together
toward common goals, not necessarily to seek to reach the same solutions
for individual situations, but rather to share together their expertise
in problem-solving. Outside national consultants could also effectively
reach a broader audience of professionals at one time in such a program.
By employing the multiplier^ effect
,
it is conceivable that the certifica-
tion personnel within every state could eventually enjoy the advantages
of such an interstate commerce of ideas.
Decentralizing the Certification Process
The recent trend to decentralize the certification process by
placing more control away from the Department of Education and closer
to the professionals in the field should continue:
(1) The approved program approach in teacher education
should provide a vehicle whereby teacher training
institutions can find the freedom to develop creative
approaches to pre-service and continuing educational
programs for teachers. To assure quality in teaching
standards, program approval should be more than the
transference of paper work from one agency to another.
Along with the transference of much of the authority
from the state agency to the teacher training institu-
tions must also go a commitment to closer working
relationships among the state, the colleges, and the
local school districts.
(2) The creation of a Professional Practices Commission
in those states where they do not already exist and
the full staffing of those Commissions which are al-
ready in existence are further recommendations of the
investigator. These legally recognized bodies, com-
X / 3
posed of individual representatives of the teaching
profession who are authorized to deal with standards
and practices of ethics, competence, and freedom where
protective or disciplinary action may be needed, could
become effective mechanisms for encouraging high pro-
fessional standards in the profession, in addition to
relieving to a great deal the regulatory responsibili-
ties of the„ state agency.
To be able to accept this responsibility, the profession
must develop effective means of communication among its
various members so that it speaks with a truly represen-
tative voice; it must also demonstrate a professional
competence which will warrent the public trust.
(3) Pre-service and in-service education should become
a part of a continuum, with certification serving
as only a formality to establish the point of growth
in a teacher's educational process. Under these
conditions, the state credentialing agent would be-
come just one of a series of checkpoints in a teacher's
progression toward professionalism. Renewal and
advanced certification should increasingly become the
responsibility of the professional associations and
the local school districts working hand in hand.
(4) Teacher Advisory Councils should increasingly promote
communication and collaboration among colleges,
schools and the professional organizations. This
legally created body could conceivably play an
overwhelmingly significant role in "getting it
all together." It is the investigator's hope that
this leadership will in fact be forthcoming.
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Levels
Tne investigator recommends that long-range plans for teacher
certification be designed so that the responsibility for issuing one
basic license for teaching remain with the state education agency and
the responsibility for specialization and renewal be placed with the
profession at thfe local education agency level. Differentiation in
staffing levels and responsibilities must after all be situational
and reflect the needs of the local school. Differentiated levels of
certification which are superimposed by the state education agency
may not meet the particular needs of the local schools at all. The
approach suggested by the investigator would recognize that competence
is more than a quality that exists in isolation, that it depends at
least in part upon the local teaching situation.
Reciprocity
The investigator supports the objectives of the Interstate Certi-
fication Project and recommends that the participation in this Project
be made a priority item in state education agencied throughout the country.
To be of significant help to school professionals who seek freedom of
movement across state lines, the Interstate Agreement must be favorably
considered by legislatures in a substantial number of states. Support for
this type of legislation by the entire educational community in those
states where it does not exist should be encouraged by those in leader-
ship positions in the Teacher Education and Certification Sections of the
state education agencies.
i
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Dissemination of Resources
A central bureau for the collection and dissemination of materials
on change strategies in teacher certification should be established.
Resources in such a center would include both printed and visual materials
as well as listings of pilot projects and human resources (speakers and
consultants who could provide a technical assistance to those states that
were contemplating changes in their philosophies or procedures.) Federal
funds could be made available to this agency or to individual states
through this bureau to encourage an exchange of leadership personnel who
have been or plan to be active in the change process in their state.
An Emphasis on Research
Continuing state and federal funds must be made available for
educational research. Inadequate time and insufficient resources can
cause pressures for instant improvement in the teacher education and
certification processes within a state. Innovation for innovation's
sake may crystalize a practice prematurely and build up vested interests
that discourage hard-headed inquiry and tend to prevent abandonment of
a practice when its merits may have become questionable. There must be
those within the educational community whose vision remains unblurred,
whose responsibility it is not to sell or persuade, nor even to develop
to the point of becoming committed prematurely to a product so that they
are unable to question its fundamental premises.
At this time, teacher education and certification suffer not only
from inadequate knowledge-producing resources but also from the lack of
closely linked agencies for moving knowledge through essential processes
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and phases to widespread and effective use. The investigator recommends
that a minimum of one per cent of the total budget allocation for the
Teacher Education and Certification Section be designed specifically for
developmental research efforts. Additionally, federally financed re-
gional and^ state research and development centers should supplement in-
dividual state efforts in teacher education and certification in our
nation, fur there are many questions that remain to be answered. The
product of research is understanding; the product of development is proven
and practical procedures; and the goal of dissemination is the adoption of
these procedures. These processes must not be confused as the leadership
personnel of state agencies work toward designing new quality standards
for teacner education and certification for the future. To cling to out-
moded standards in teacher certification is to ignore the responsibility
for leadership; to champion new causes without a recognized commitment to
research and evaluation of the new as well as the old may only result in
an exchange of one set of inadequacies for another.
The Teacher Education and Certification Sections of the fifty state
education agencies of our nation need creative, organizational leaders
who are committed to new approaches to quality in education. The in-
vestigator can only hope that this investigation will encourage the
certification leadership personnel within the United States to aspire to
these goals.
APPENDICES
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TABLES OF FINDINGS
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TABLE 17
DESCRIPTIONS OF ANTICIPATED CERTIFICATION - TEACHER
PREPARATION MOVEMENT WITHIN THE STATES
N %
Toward improving the credit course approach 2 2.0
Toward the approved program approach 31 31.6
Toward performance-based criteria © 48.1
Others (^combinations) 13 13.3
No response 5 5.1
TABLE 18
TIME SPAN ANTICIPATED BEFORE CHANGES WILL TAKE PLACE WITHIN
STATES CERTIFICATION OPERATIONAL PHILOSOPHIES AND STRATEGIES
1 - 2 years
3 - 5 years
6 - 10 years
Not at all
No response
N %
© 47.0
36 36.8
6 6.1
7 7.0
3 3.1
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TABLE 25
Synopsis of General Conditions and Attitudes which
Affect the Nature of the Major Problem Areas
Funds
1. Lack of funds for adequate staff (13)
2. No funds for research and planning (7)
3. Lack of funds for field personnel (5)
4. Modest teacher salaries
Working Conditions
1. Insufficient staff (8)
2. Lack of support and understanding of job from leadership (6)
3. Lack of communication between DOE and teacher training
institutions (3)
4. Lack of communication between DOE and local units (2)
5. Lack of time to plan (4)
6. Lack of understanding about operational process
Organization
1. Lack of support for leadership in development of staff
functions (5)
2. Reluctance to change (5)
3. Lack of support from Legislature (5)
4. Reorganization of power based on outdated conditions (3)
5. Lack of trust
6. Unrest in Teacher Education Advisory Council
Control
1. Movement of teachers for professional autonomy (5)
2. Certification treated as political issue (5)
3. Lack of control of teacher education (3)
4. Question of authority over who sets standards of certification (3)
5. Lack of authority to change programs and standards (2)
6. Harrassment by federal courts and HEW
187
Program
1. Need for defining and evaluating performance standards (9)
2. Lack of flexibility in credit counting (5)
3. Lack of approved program policy (2)
4. Recent national publicity implies simplistic solutions tocomplex problems (2)
Local Conditions
1. Lack of interstate reciprocity (3)
2. No Professional Practices Act (2)
3. Inadequate number of fully certified, qualified teachers (2)
4. Efforts to force exceptions when teachers do not meet
requirements (2)
5. Teachers teaching out of field
6. Demands for too many new certificates
7. Tenure
8. Grandfather clauses
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TABLE 35
Information and Activities which would be helpful in
Effecting Changes in the Certification Process in the States
Informati on
1- Printed materials (34)
2. Exchange of surveys and reports of current practices and
materials being used in other states (18)
3. Reports on pilot projects, model programs and new concepts (13)
4. Materials on performance—based teacher education and
certification (8)
5. NASDTEC proposals such as interstate contracts (4)
6. Reports of legislative and organizational changes in other
states (3)
/. Protocol and training materials (3)
8. Professional standards literature (2)
9. Texas AACTE USOE/BEPD materials (2)
10. Analysis of Teacher Corps
11. Organized dissemination of selected printed materials
Workshops and Seminars
1. National conferences and institutes for exchange of ideas
2. National workshops to study and develop certification standards
3. Workshops and seminars on change strategy (5)
4. Training programs to provide technical knowledge to effect
desired changes (3)
5. Workshops or conferences on performance-based programs (3)
6. Seminars on measurement or assessment of performance (2)
7. Workshops with DOE and teacher training institutions (4)
8. Seminars involving institutions, local districts, and DOE
administrative personnel (9)
9. In-service meetings of DOE (3)
10. Needs-study groups (2)
11. "Grass roots" input conferences (3)
12. Seminars with Directors of Personnel (3)
ZU 1>
Other
1. Statistical studies and national research (6)
2. Release time to study and plan (3)
3. More staff to allow time in the field (3)
4. Coordination of colleges, districts and DOE (2)
Pilot projects in performance—based programs (4)
6. Cn-site visitations to successfully operated programs (4)
7. USOE funded programs (2)
8. Improved internal communications (2)
9. Improved communications between DOE and teachers (4)
10. Certification staff audits of district practices
11. Public Speakers' Bureau (2)
12. Wider use of news media and publicity (2)
13. Wrays for professional associations to participate more freely (3)
I 4** Inter and Intra-State sharing of key personnel on consultant
basis (2)
15. Better evaluation of teacher performance
16. Better evaluation instrument for certification personnel
17. State standards
18. Definite budget
19. Support of DOE
20. Secretarial help
21. All certification under Certification Section
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TABLE 36
of Job Objectives
Provide Leadership
1. Develop needed and viable programs and standards in teacher
education and certification (22)
2. Provide leadership for evaluation and change (17)
3. Administer DOE programs in teacher education and certification (12)
4. Provide leadership to better prepare teachers (7)
5. Improve certification procedures (6)
6. Improve teacher education (6)
7. Move from regulatory to leadership role (5)
8. Encourage cooperation between DOE and profession (5)
9. Help establish policy (5)
10- Assure that pre and in-service preparation is consistent with
changing needs of public education (4)
11. Provide leadership in program approval (3)
12. Work toward establishment of nationwide reciprocity (2)
13. Increase variety of quality programs according to the
capabilities of the institutions (2)
14. Develop and maintain open, integrative decision-making process (2)
15. Initiate and coordinate activities
16. Develop field-centered teacher preparation programs
17. Develop early experiences with children
Provide Services
1. Process, analyze, and issue certificates (5)
2. Provide information to related DOE and local district personnel (4)
3. Provide service to educational personnel of the state (3)
4. Provide consultant services (3)
5. Provide services to teacher education institutions (3)
6. Help institutions and agencies find new ways of working (2)
7. Provide resource information regarding other states' programs
and procedures
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Regulatory
1. Maintain quality personnel
2. Regulate the evaluative process
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TABLE 45
Synopsis of Satisfying Experiences
Effecting Change
In Programs
1* Planning and implementing approved program plan (4)
2. Developing or revising certification guidelines (12)
3. Designing and seeing implemented new programs in teache"
education and certification (10)
4. Seeing ideas develop and brought to fruitation (5)
5. Development of Manual of Policies and Practices for teacher
education institution programs
6. Adopting new competency criteria for approval of teacher
education programs (2)
7. Completion of three year study of certification rules and
regulations
8. Adoption of enabling legislation to permit interstate reciprocity
compact in teacher certification (2)
9. Seeing department regulations become more flexible (3)
10. Moving from regulatory role to leadership role (3)
11. Being given more responsibility to work with teacher education (2)
In Procedures
1. Updating office procedures (3)
2. New efficiency in processing procedures (7)
3. Efficiency in responding to written and telephone requests
In Attitudes
1. Seeing favorable response of teacher training institutions toward
the development of performance-based teacher education programs (3)
2. Seeing attitudes of colleges toward teacher education change as a
result of increased responsibility of program approval (2)
Seeing attitudes of local district, university and DOE personnel
change as a result of working together toward common goals (3)
3 .
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Peer Relationships
1* Working with, teacher training institutions (5)
2. Working with local districts (2)
3. Relationships with professional associations, college and
university teacher educators (3)
4. Cooperation of staff (2)
5. Receiving support and encouragement from leadership (2)
Receiving Recognition
1* Receiving recognition for having been of service (4)
2. Receiving national and local recognition (3)
3. Being asked to serve as a consultant
Other
1. Sharing in the improvement of education (.4)
2. Establishing good rapport with people in the field
3. Visiting colleges and teacher training institutions
4. Freedom to express views
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TABLE 46
Synopsis of Dissatisfying Experience Responses
Failure to Effect Change
1’ Reluctance of school districts to accept change in teacher
education programs (2)
2. Lack of funds impede development and change (9)
3. inability to inform and/or interest public in new plans (2)
Working Conditions
1. Lack of staff to perform necessary services promptly and
efficiently (10)
y
2. Trivial regulations and red tape (5)
3. Inability to work closely with teacher training institutions
4. Lack of effective leadership (4)
5. Lack of time to think creatively and plan (3)
6. Unreasonable expectations
7. Lack of facilities or improper use of facilities
8. Lack of adequate information to do the job
9. Inability to provide adequate follow-up
i.O. Inappropriate use of personnel (3)
11. Lack of communication
State Policies
1. Outmoded and outdated regulations (6)
2. Failure of state to implement new teacher education and certifi-
cation proposals and plans (3)
3. Inability to adequately evaluate requests for certificates
4. Too much emphasis on regulatory nature of job (2)
5. Reorganization and separation of Teacher Education and Teacher
Certification services
223
Lack of Cooperation
1- Lack of concern and interest on part of administrators (2)
2. Misuse of authority (2)
3. Decisions of staff overturned at higher level
4. Certification not considered a major priority (2)
5. Lack of Legislative knowledge or support (2)
6. Not being included in policy-setting meetings which were
influential in revising standards for certification (2)
Other
1. Being asked to make exceptions to the rules (2)
2. Low stature of DOE in eyes of public and colleges
3. Unable to attend certificating workshops and conferences due to
budget restrictions in matters of teacher education and
certification
APPENDIX B
SURVEY SUPPLEMENTAL MATERIALS
(Cover letter, follow-up letter, letter of support)
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AMERICAN ASSOCIATION OF COLLEQES FOR TEACHER EDUCATION
One Dupont Circle,Washington,D. 0.20036(202.) 293-2450
10 March 1971
On August 19, 1970, you were invited to respond to our survey
to identify those centers where activity related to evaluating
teaching performance is going on or being planned. The response
to that survey was excellent. You may also remember that the
AACTE is conducting a new national project on performance-based
teacner education in conjunction with a major state effort by
the Texas Education Agency. It is an objective of this project
to collect and disseminate information about the many and diverse
efforts focused on performance-based teacher education that are
being undertaken by state departments of education, colleges and
universities, and by other agencies.
Since there was considerable interest expressed by state depart-
ments of education, our nationwide advisory committee, which
includes representation from NASDTEC, has decided to make an
in-depth study of state departments of education and to go
beyond the organizational profile and examine the certification
process — the type of changes that are going on within each
state, the major forces that are influencing or preventing
changes, and the role perceptions of the state leadership
personnel. In order to do this we are again asking your
cooperation in filling out the enclosed questionnaire.
We intend to report the responses in tabular , chart or graphic
form, and to summarize the responses without qualitative
inferences. The data will be analyzed to provide an impersonal
and objective report of the responses to the questions in the
study. The report will be a guide for our project’s advisory
226
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10 March 1971
committee and other interested groups such as NASDTEC in
drawing conclusions for future courses of action. A single
copy of the survey report will be mailed to you upon completion.
We are enclosing a self-addressed return envelope for your
convenience. Please complete and return the questionnaire
to our Washington office within two weeks, or by March 24.
If there are items which need clarification or if you wish to
discuss the questionnaire further before responding, please
feel free to call collect the principal investigator, Marshall
Frinks, at AC 413-549-1063 or 413-545-1588. Mr. Frinks will
accept your calls and answer your questions.
Thank you for your cooperation. By filling out this questionnaire
you are assisting the AACTE Performance-Based Teacher Education
Project in its efforts to provide a clearer understanding of
the certification process in the fifty states.
Sincerely,
Karl Massanari, Director
AACTE Performance-Based Teacher
Education Project
KM :ps
Enclosure
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AMERICAN ASSOCIATION OF COLLEQES FOR TEACHER EDUCATION
One Dupont Circle,Washington, D.C. 20036(201)203-2450
23 March 1971
TO: State Teacher Education and Certification Leadership Personnel
Two weeks ago we invited you to respond to a questionnaire that
our advisory committee thought necessary to determine the many
and diverse efforts focused on performance-based teacher education
and to gain new insights into the major forces that are supporting
or discouraging needed revisions in the certification process in
your state. This invitation was extended to a sampling of teacher
education and certification personnel in the fifty states with the
encouragement of the NASDTEC leadership. To date we have received
30 replies.
Thank you, if you have already responded to our questionnaire.
If not, we will appreciate an immediate response. A duplicate
questionnaire is enclosed for your use.
A copy of the complete report will be sent whether we receive a
reply from your state or not. We feel that the results of this
study will be of significance and interest to you and others who
are concerned about the performance-based teacher education and
certification movement. We anticipate having the first dra^t
of the report completed in April. Again, if you have any questions
about the study or items on the questionnaire, ^eei free to
call collect our principal investigator, Marshall Frinks at
AC~413-549-1063 , or 413-545-1588. Mail response to the AACTE,
One Dupont Circle, Washington D.C. 20036.
Sincerely,
K/outL 7/loMOsn.aJoL
Karl Massanari, Director
AACTE Performance-Based Teacher
Education Project
KM-.ps
Enclosures
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State of Washington
SUPERINTENDENT OF PUBLIC INSTRUCTION
Olympia
March 12, 1971
To:
From:
Ke:
Q.
NASDTEC Colleagues *
Bill Drummond, Chairman, New Approaches Committee
Department of Education Questionnaire sponsored by AACTF.
i h n c. f'**' Cwv- y°u will receive from Dr. Karl Massanari, Director AACTET
r
Ch
f-
Educatlon Project, a questionnaire directed to a'
cation t.rM,
leadership personnel with the Teacher Education and Certifi-
you ^ M MEC a - ai0nS f0 y ,°U1' Departmont of Education. I am encouraging
Is ’soln al pLsibJ:
a"’ *° ^ th* ““ —
-P°”d * 0-stionuJre“
Mr. Marshall Frinks of the Florida Department of Education is serving as theconsultant for this survey and has worked diligently to develop and Validatethe questionnaire for both format and content. In order to make certain
flllViVU fI[ey V°Uld fulfi11 the needs of the AACTF: Project and would behelpful to the planning efforts of the NASDTEC New Approaches to Teacher
‘ ucatiori Committee, Mr. Frinks met with the committee at the AACTE meetln«in Chicago to discuss the questionnaire and make the. revisions as recommendedby the committee members in attendance. Therefore, the New Approaches
ommittec of NASDTEC endorses the AACTE questionnaire and encourages allfellow members to respond to the questionnaire and return it promptly.
Tentative plans at this time are for Mr. Frinks to meet with the New
Approaches Committee during the June NASDTEC meeting and present the
findings of this survey. The committee feels that the data collected
by the survey will provide significant information as wTe prepare to move
toward new approaches to teacher education and certification.
Thank you for your cooperation.
W1ID
: j m
APPENDIX C
SURVEY QUESTIONNAIRE
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Case No
.
AMERICAN ASSOCIATION OF COLLEGES FOR TEACHER EDUCATION
Performance-Based Teacher Education Project
SECTION I
S.tate Department of Education Survey
Biographical and Organizational Profile
Name
:
Respondent's Title:
State
:
Male Female Age
Personal
1. Years in present position (Circle one)
1. 0-1
2. 1-5
3. 5-10
4. 10 - 20
5. More than 20
2. Total years in the State Department of Education (Circle one)
1 . 0-2
2 . 2-5
3. 5 - 10
4. 10-20
5. More than 20
3. Years in education prior to joining Department of Education (Circle one)
1. 0-2
2. 2-5
3. 5-10
4. 10 - 20
5. More than 20
4. Specify the type of position held immediately prior to joining Department
of Education. (Circle one)
1
. Elementary teacher
2. Secondary teacher
3. College or university
4. Principal
>• Dfsttic.t office staff
6. School superintendent
7. Professional association
8. Other (specify)
5.
231
- 2 -
Specify the type of position that best represents the scope of your
experience within a ten year period prior to joining the Department
of Education. (Circle one)
1. Elementary teacher
2
. Secondary teacher
3. College or university
4. Principal
5. Central office staff
6. School superintendent
7. Professional association
8. Other (specify)
6.
Annual salary with the Department of Education (Circle one)
L. Under $9,000
2. $9,000 - $11,999
3. $12,000 - $14,999
4. $15,000 - $17,999
5. $18,000 - $19,999
6. $20,000 and over
7.
Highest level of professional preparation (Circle one)
1. Bachelor’s degree
2. Master’s degree
3. Master's plus additional courses
4. Specialist (Sixth-Year Degree or Certificate)
5. Specialist plus additional courses
6. Doctorate
7. Doctorate plus additional courses
8. Other (specify)
8.
Area of acnriivnic training or specialization (Circle one)
1. Elementary
2. Secondary
3. Junior College
4. College or university
5. Other or combination (specify)
232
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Organizati-ona l profi ie9.
Number of professional staff other than clerical in the entire
State Department of Education. (Circle one)
1. 1-25
2. 26 - 50
3. 51 - 75
4. 76 - 100
5. 101 - 200
6. 201 - 300
7. 301 ar.d over
10. Number of professional staff in Department's Teacher Education and
Certif ication Section. (Circle one)
L. 1-2
2. 3-5
3. 6-10
4. 11 - 20
5. 2.1 - 30
6. 31-50
7. 51 - 75
8. 76 and over
11. What is the amount of DOE general operational budget allocated to the
Teacher Education and Certification Section? (Specify) $
12. What is the approximate percentage that the allocated amount for
Teacher Education and Certification represents of the total operational
budget for the Department of Education? (Specify) %
13. What is the approximate number of applications for certification received
annually by your state? (Specify)
14. What is Llie approximate number of certificates granted annually by your
state? (Specify)
15. Number of possible levels of certification available from your state.
(Circle one)
1 . 1-2
2. 3-4
3. 5-6
4. 7-8
5 . More than 8
233
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17.
(a)
How many decision-making positions or levels between your positionne organizational chart and the chief state school officer ofyour state? (Circle one)
1 .
2 .
3.
4.
5.
6 .
0
1
2
3
4
5 or more
(b) Sketch briefly your organizational line to the office of the Chief(Or attach current organization chart.)
18. Identify the section or sections within the context of the State
Department of Education organization to which the Teacher Education
and Certification section is most closely related functionally .
(Example: Instruction, planning, etc.) (1)
(2)
_ (3)
234
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_SECTIQN_ii — Operational Philosophy and Strategy
1 . Wl.lch of the following best describes the currentbeing em] '
program? (Circle appropriate item)
^Kasiiec by y; ur state' Si;;;h;r Edu;;u;„°^rce«i£i^u:r
phy
1. Credit course oriented
2. Approved program approach
5. Performance-based
4. Other (specify)
2 . ° f
u
thG f 'jil °wing statements best describes your state
P ii osop ly as it relates to the process of certification?
's operational
(Circle one)
1 .
2
.
3.
4.
Satisfactory - it is meeting the needs of our stateNeeds improvement - not relevant to the needs of state educational
Under
Other
system
study - plans are being formulated to up-date
operational philosophy
(specify)
certification
3.
Which of the following statements best describes your state's effortsto provide up_-to-date certification policies and procedures to local
school districts? (Circle one)
1. Satisfactory
- policies and procedures are reviewed frequently
2. Needs Improvement - reviewing process inadequate
3. Under study - a major revision in policies and procedures currently
being considered
4. Other (specify)
4.
Which of the following statements best describe the internal operations
of the Teacher Education and Certification Section? (Circle one)
1* Satisfactory - fulfilling organizational expectations
2. Needs improvement - not fulfilling organizational expectations
3. Under study - possible changes in operations anticipated
4. Other (specify)
Within what lime span do you anticipate changes in your states certifi-
cation operational philosophy and strategy? (Circle one)
1 . i
- / years
'/
5
-
'> years
J. () - 1 0 years
4 . NoL a l all
235
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6. If changes are anticipated, what statement best describes the direction
of movement in your state? (Circle one)
1. Toward improving the credit course approach
2. Toward an approved program approach
3. Toward performance-based criteria for certification
4. Other (specify)
7. Which of the following terms best describes the emphasis you place on
your role in fulfilling the Department’s expectations of the Teacher
Education and Certification Section? (Circle the most appropriate item.)
1. Regulatory/administrative
2. Service
3. Leadership
4. Other (specify)
236
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HgrjON ITl (^rational and Developmental Stimulants and Constraint-*
i. Is the certification process, as it currently stands, being criticized
by various groups in your state? YES NO (check one)
2
’
to Vi6" C° adeqUatfly assess the certification process, it is necessary
areas nJ?™ 7S* P ° Ssible what Actors constitute the problem• ase respond to the following as forthrightly as possibleby circling the one that best describes your opinions. P ’
Not e Minor Major
(Circle one for each statement)Constraint Constraint Constraint
1
1
2 3 Inadequate staff in certification section
2 3 Reciprocity between states
1
1
2 3 Insufficient support from DOE administrate
2 3 Certification treated as a political issue
1 2 3 Developing performance criteria
1
1
2 3 Implementing performance criteria
2 3 Lack of flexibility in certification
requirements
l 2 3 Relationships with teacher training
institutions
1 2 3 Proliferation of certificates
1 2 3 Relationships with local school districts
1 2 3 Relationships with professional teacher
organizations
1
2 3 Insufficient financial support
1 2 3 Inadequate provisions for staff develop-
ment for certification section personnel
1
i. 2 3 Multiple standards for certification
within the approved program approach
1 2 3 Teacher shortage
1
i M., -
2 3 Other
Willi In your state, what general conditions or attitudes seem to affect
i lie nature of the. major problem areas? State briefly. (Use back of this
page. If necessary)
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- infiu
—S the certification process in your state?
(Circle one for each statement) No
Influence
Slight Strong
Influence Inf luence
DOE Certification section
Related DOE sections
Teacher training institutions
Teacher Education Advisory Council
Professional Practices Commission
Legislative groups/committees
Parent groups
Professional organizations (Math, etc.)
Teacher associations (NEA, etc.)
Lay groups
Local education agency/school districts
Federal education agency/U
. S
. 0 . E.
Business or industry
Elementary and secondary students
College and university students
Other
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
2 3
2 3
2 3
2 3
2 3
2 3
2 3
2 3
2 3
2 3
2 3
2 ’ 3
2 3
2 3
2 3
2 3
6. Which of the groups listed above would you say have the most influence(power) in effecting changes in the certification process in your state
Rank order (Most) 1.
2 .
3 .
4 .
List the type of information or activities that would he most helpful to
you in effecting needed changes in the certification process in your
state. (e.g., printed materials, seminars, etc.)
- 10-
SECTJQN_^\/ — j^eJ>ereeption Within DOE Organization Context1.
Toward what objective do you feel your job is directed? (Please pro
vide a brief description — use backside of this page if necessary)
The next few items consist of information about the jobs of leadership
personnel in teacher education and certification sections that can be
checked objectively. The first part of this list calls for you to indi-
cate t lie frequency with which many events occur. The directions and
scales for rating are enclosed in boxes — the DIRECTIONS on the left-
hand side and the FREQUENCY SCALE on the right-hand side below:
Directions : Please circle the
number which best indicates
the frequency with which the
following events occur.
Frequency Scale:
1 . Never
2. Rarely
3. Sometimes
4. Fairly Often
5. Frequently
2
.
filings you do to get your job done — ways of work:
1
. Speak before faculties and other groups 1 2 3 4 5
2. Vfsil and observe in the classroom 1 2 3 4 5
t. Represent Chiel State' School Officer on matters per-
taining to teacher education and certification 1234 3
4. Assist in the development of programs for
1 eder. 1 1 I und i ng 1 2 3 4 3
3. Assist in the planning of workshop activities I 2 3 4 3
(>
. Participate in staff development activities
for teachers (speaker, discussant, reactor, etc.) 1 2 34 5
7. Assist in the accreditations and/or standards
program (planning, site visitations, etc.) 1 2 3 4 5
8. Assist in the evaluation of programs and
materials other than accreditation 1 2 3 4 5
9. Assist textbook selection committees 1 2 3 4 5
10. Work with citizens or lay groups 1 2 3 4 5
240
- 11-
Frequency Scale:
|
1. Never
2 . Rarely
3. Sometimes
4. Fairly Often
5. Frequently
11. Participate in the activities of professional
organizations
2
12. Work with outside consultants to improve the
certification program
2
13. Review promising practices and programs of classroom
Instruction
2
14. Attend national association meetings other than those
that are certification related, i.e., ASCD 1 2 3 4 5
la. Directly involved in decision—making process
of the Department of Education 1 2 3 4 5
16. Conduct staff retreats for inservice purpose I 2 3 4 5
17. Serve as an advocate for needed change in the
educational system 1 2 3 4 5
18. Review promising practices in the certification process 12345
19. Participate in orientation programs for new personnel
in tha Department of Education 1 2 3 4 5
20. Provide names of outside resource people to assist
local schools ] 2 3 4 5
21. Co beyond the executive function of ihe certification
process as prescribed by law 1 2 3 4 5
22. Liaison with slate legislature on certification
matters 1 2 3 4 5
23. Assist teacher training institutions in planning
improvements in their teacher training programs 1 2345
24. Work closely with local school districts in waiving
certification requirements in order to facilitate
experimental research projects 1 2 3 4 5
25. integrate management by objectives to achieve common
goals of the Department of Education 1 2 3 4 5
26. Communicate certification process problems to Department
decision-tr.akers 1 2 3 4 5
27. Prepare and communicate long-range plans for up-dating
certification process in your state 1 2 3 4 5
28. Participate in staff meetings of other sections of
Department of Education I 2 3 4 5
29. Ot her ... 12 3 4 5
!(). Ollier I 2 14 5
I241
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3.
i Frequency Scale:
1. Never
2. Rarely
3. Sometimes
4. Fairly Often
5 - Frequently
by requests from:
1. Teachers
2. "Principals
3. Supervisors
4. Local central personnel office
3. Superintendents
6. School boards
7. Department of Education colleagues
H. Department (required regulatory visit)
9. Professional groups
10. Lay groups
11- Colleges and universities
12.
Other
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
4. The Teacher Education and Certification Section works with:
1. Individual teachers
2. Groups of teachers
3. Individual school principals
4. Groups of school principals
5. Individual supervisors
b. Groups of supervisors
/. Individual central personnel office
8. Groups of central personnel offices
9. individual superintendents
10.
Groups of superintendents
I I . Sc: hoo I hoards
12. Groups of colleges and universities
13. Professional organizations
14. Department colleagues
1 3
. Other
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
12 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
-13-
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Frequency Scale ;
1
.
Never
2 Rarely
3.
Sometimes
4.
Fairly Often
5.
Frequently
5. The Teacher Education and Certification Section's methods of working
with local schools are:
1- Personal visits to local school systems
2. Letters, newsletters, bulletins
3. Telephone contacts
4. Team approach
5. Team approach with Department colleagues
6. Medium of ETV
7. U^e of outside consultants
8. Other
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
6. You follow up your work with local schools by:
1. Subsequent visit p 2 3 4 5
2. Series of subsequent visits X 2 3 4 5
5. Letters X 2 3 4 5
4. Telephone contacts X 2 3 4 5
5. Referral to another consultant within Department 1 2 3 4 5
6. Providing informational materials 1 2 3 4 5
7 - Other 1 2 3 4 5
7. Teacher Education and Certification Section working relationships within
the organizational context of the Department of Education:
1. Director of Teacher Education and Certification is involved
in the decision-making process of the Department of
Education X 2 3 4 5
2. Group process is used in resolving internal
operational problems 1 2 3 4 5
l. Inservice training is provided for certification
sin I I members 1 2 3 4 5
4. Inservice opportunities are provided for people in
inanagonien! Jobs, i.e., Certification Director 1 2 3 4 5
5. Experimentation with new solutions is encouraged
by the Department leadership 1 2 3 4 5
6. Professional staff members attend staff development
meetings of other sections within the Department 1 2 3 4 5
-14-
Frequency Scale: i
1.
I
Never
2. Rarely
3- Sometimes
4. Fairly Often
5. Frequently
7
. Leadership from the certification sections is involved
in netting goals and objectives for Department of
Education
.
8. Personnel are kept informed on objectives, policies
and plans
9. The strengthening of the human processes within the organization
is encouraged by the leadership 1 2 3 4 5
10. The Chief State School Officer of your state visits your
section's staff meetings 1 2 3 4 5
11. Job descriptions are reviewed in relation to organizational
assignment j 2 3 4 5
12. Specialists within the certification section collaborate with
other Department specialists to solve problems in an unbiased
manner 1 2 3 4 5
13. Other 1 2 3 4 5
8.
Drawbacks to performing your job:
1. Coordination of activities and communication 1 2 3 4 5
2. Organization of the Department 1 2 3 4 5
3. Working conditions (i.e., limited clerical staff, etc.) 1 2 3 4 5
4. Staff (i.e., limited training, etc.) 1 2 3 4 5
5. Budgetary support 1 2 3 4 5
6. Local school conditions 1 2 3 4 5
7. Limited cooperation from colleges and universities 1 2 3 4 5
8. Limited inter-state agreements (i.e., reciprocity) 1 2 3 4 5
9. Legislative "bottlenecks" 1 2 3 4 5
10. Other 1 2 3 4 5
9.
Is there a procedure for evaluating your effectiveness within the organiza-
tional context of the Department of Education? Check the item that describes
your personal efforts at evaluating your effectiveness and the department's
efforts at evaluating your effectiveness.
Personal Efforts Departmental Efforts
none
limited
moderate
extensive
none
limited
moderate
extensive
244
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10
. Describe as briefly as possible a time when you feLt especia
or satisfied with your work in the Department of Education,
side of this page if necessary.)
i y p leased
(Use b.'.ck-
11. Describe, on the other hand, a time when you were not especia:!, i 1 ;ed
or you felt unsatisfied with your work in the Department of Kduc 1 _vi.
(Use backside of this page if necessary.)
APPENDIX D
QUESTIONNAIRE VALIDATION FORM
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AMERICAN ASSOCIATION OF COLLEGES FOR TEACHER EDUCATION
Department of Education Survey
Questionnaire Assessment Sheet — NASDTEC Validation
Name
:
Starting Time:
State:
Completion Time:
Telephone No.
Total No. of minutes
I
.
n S-t
.
ruc
.
tions ; Use this sheet to record any questions you may have about
the questionnaire in general. As you proceed through the
questionnaire, mark any item or items that need clarifi-
cation. Do not respond to the unclear items; return them
after you have completed the entire questionnaire and
write your comments under the appropriate section on this
assessment sheet.
SECTION — Biographical and Organizational Profile
SECTION
_!!_ — Operational Philosophy and Strategy
24 7
- 2-
Assessment Sheet
SECTION
SECTION
——
" Operational and Developmental Stimulants and Constraints
IV — Role Perception Within DOE Organization Context
GENERAL COMMENTS:
APPENDIX E
LIST OF SURVEY ACTIVITIES
DEVELOPMENT, DISTRIBUTION AND COLLECTION PROCEDURES
TIME-LINE
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Listing of Activities for Study
Development, Distribution and Collection Prnr-^„>-00
Responsibility Steps Activities Dates
Frinks Step 1 Prepare Design of Study Jan. 18—Feb. 16
Frinks Step 2 Develop preliminary
draft of questionnaire
Jan. 25— Feb. 16
Frinks S tep 3 Critique of question-
naire by instrument
expertise for style
and format
February 20-24
AACTE Step 4 Critique of question-
naire for content as
related to AACTE
expectations
February 16-26
Frinks Step 5 Mail revised copy of
questionnaire to Bill
Drummond in Chicago.
February 19
Frinks Step 6 Mail revised copy of
questionnaire to Karl
Massanari in Chicago.
February 19
Frinks Step 7 Prepare draft of sug-
gested cover letter
and follow-up letter
February 20-22
Frinks S tep 8 Mail or hand deliver
suggested cover let-
ter and follow-up
letter to Karl Massanari
February 20-26
AACTE Step 9 Assign AACTE Inter-
office Survey coordi-
nator
February 16-26
AACTE Step 10 Prepare mailing enve-
lopes (8x11) addressed
to study population and
prepare return envelopes
(5x8) return address to
AACTE marked ATT. : DOE
Survey
February 10-24
250
Responsibility
AACTE
Frinks
Frinks
Frinks and
AACTE
Frinks
NASDTEC
Frinks
AACTE
Frinks
Frinks
Frinks
AACTE
Steps
Step 11
Step 12
Step 13
Step 14
Step 15
Step 16
Step 17
Step 18
Step 19
Step 20
Step 21
Step 22
Activities
Prepare cover letters
Make style and format
revisions
Dates
February 24-March 8
February 24
Prepare validation pre- February ] 8-24
sentation and response
sheet for use in Chicago
Final discussion of ques- February 25-26
tionnaire content as
related to AACTE expec-
tations
Validate questionnaire February 26
with NASDTEC New
Approaches Committee
in Chicago
Identify study popu- February 26
lation
Make final revisions February 26-28
based on NASDTEC &
AACTE input
Final critique by AACTE March 1
before printing of
questionnaire
Revise, if necessary March 1-2
Print instrument in March 2-8
Amherst
Deliver final instru- March 10
ment to AACTE office
for preparation to
mail
Prepare and mail ques- March 9-10
tionnaire
(a) Preparation for
mailing include:
1. Questionnaire
2. Cover letter
251
Responsibility
AACTE
Frinks and
AACTE Survey
Coordinator
AACTF.
AACTE &
Frinks
AACTE
Steps Activities Dates
3. Self-addressed,
stamped (air
mail) return
envelope (5x8)
marked ATT .
:
DOE Survey
(b) Prepared mailing
envelopes should
be checked for
accurate postage
(air mail, 1st
class) cost should
be recorded
Step 23 Mail questionnaire (air March 10
mail) to study population
Step 24 Discuss and finalize March 10-17
inter-office handling
procedures for receiv-
ing and recording re-
turned questionnaires
Step 25
Step 26
Step 27
Prepare and print
follow-up letter
Check all returned
questionnaires and
prepare list of non-
respondents
Mail follow-up letter
to non-respondents
(a) Preparation for
mailing include:
1. Questionnaire
2. Follow-up letter
3. Self-addressed,
stamped (air mail)
return envelope
(5x8) marked,
ATT . : DOE Survey
(b) Mail out air mail
(8x11 envelope)
March 10-24
March 24
March 24-25
252
Responsibility
Frinks
Frinks
Frinks
Frinks
Frinks
Frinks
Frinks
Steps Activities Dates
Step 28 Telephone follow-up to
non-responding State
Directors of TE&C
March 29-30
Step 29 First cut-off, prelim-
inary tabulation of
data
April 2-5
Step 30 Check preliminary
tabulation with re-
search contact for
charting and tabular
format
April 5-6
Step 31 Preliminary analysis
of data
April 6-11
Step 32 Prepare findings for
dissertation
April 6
Step 33 Prepare preliminary
survey report for
AACTE
April 11-14
Step 34 Mail or deliver
preliminary report to
AACTE office
April 15
Frinks
Frinks
Step 35 Submit dissertation
for approval
April 26
S tep 36 Complete Final Oral
Examination
May 3
Step 37 Graduate May 30Frinks
APPENDIX F
ANALYSIS OF RESPONSES TO MIAMI CONFERENCE
FOLLOW-UP SURVEY
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ANALYSIS OF RESPONSES TO MIAMI CONFERENCE FOLLOW-UP SURVEY
To begin the analysis, the mean response was computed for each of the
26 items contained in the instrument. A weight of 5 was assigned to the
strongly agree category, 4 to the '‘agree" category, and so on to a weight
of 1 for the strongly disagree" category. The number of responses in
each category was multiplied by the weight for that category, and the sum
of the resulting products was divided by tha total number of responses to
the item. The modal (most frequently occurring) response was also tabu-
lated for the analysis.
The mean responses must be interpreted in light of the distribution
of responses across the categories. Although most of the items tended to
"pile up" responses in the "strongly agree" (SA) and the "agree" (A)
categories, several items showed markedly b:L-polar responses. These items
indicate areas in which there is considerable difference of opinion.
Items 6, 7, 13, 18, 19, 20, and 21 demonstrate this characteristic. To
a lesser extent, items 5, 12, and 15 may be considered to show this differ-
ence of opinion, since they contain substantially more response in the
"strongly disagree" (SD) and "disagree (D) areas than in the "no opinion"
(NO) area.
As indicated above, most of the items elicited favorable (SA or A)
responses, since 12 items show a mean response greater than 4, and 5
additional item means are greater than 3.5. Only 1 item (item 18) had a
modal response of 3 (NO). Collapsing the favorable responses into a single
column, and the unfavorable responses into a single column, it is shown
that 20 items were marked SA or A by a majority of respondents while only
2 items were marked SD or D by a majority.
Items 2 and 19, the only items with a preponderance of negative
res-
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ponse, bouh relate to SEA’s. Since both of these items are worded nega-
tively, this may reflect satisfaction with the role of the SEA in the
certification process
; it may also reflect an abundance of SEA staff
&roong the respondents. However, items 8, 14, 17, and 24 are positively
statements about SEA s, and these items all have a large positive
response
.
Items showing little or no negative response (i.e., 3, 4, 16, 22,
and 25; appear to contain statements of the "mother, home and country"
type — disagreement with these items is contrary to prevailing philo-
sophy. To a certain extent, other items on the instrument beg for
agreement
.
It should also be noted that the items showing a bi-polar response,
mentioned abcve, contain many references to teacher education institu-
tions. The relatively large negative response to items 12, 13, 15, 18
19, and 20 may reflect a reaction to these institutions.
The comments of the respondents give some clues as to why some ex-
treme responses were given, largely in contradiction to prevailing views.
It is difficult to interpret these comments without knowing how other
items were responded to by the commenter. However, it appears that the
comments reflect differing feelings among groups (e.g. teachers, college
personnel, association personnel) with respect to "controversial" areas
such as "Who shall control certification?"
No trends in acceptance or rejection of performance-based teacher
certification are immediately obvious from the responses to the ques-
tionnaire. However, certain implications for certification practices
and modifications thereto can be drawn from the comments and responses
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received. Many of these implications are tenuous at best, and require
more investigation for validation. However, it is believed that they
represent areas wnicli must be considered in making changes, or experi-
menting with changes, in the certification process.
1. Representatives of the profession (teachers and agents of pro-
fessional organizations) insist that the profession should be the de-
ciding agency in certification or licensure. There is little concern
about who physically issues the certificate.
2. There is little support for teacher education institutions to
take over the certification process. (In fact, there appeared to be
little support for teacher education institutions except from those
institutions !
)
3. In general, the role of SEA's as the grantors of certificates
appears to be accepted, although the profession desires greater involve-
ment as indicated in 1 above. An apparent contradiction appears in items
17 and 19, in which most respondents agreed that the SEA should serve as
a "check point" in the process, although they did not agree that the SEA
should be only a "linking agent."
4. The high level of agreement on items 11, 16, 22, and 25 indicates
a willingness to examine current procedures critically, and to experiment
with new procedures. However, specific changes named in other items did
not enjoy such a level of agreement (see items 6 and 18, and to a certain
degree, item 15).
The group which responded to this instrument probably is not a ran-
dom representative sample of persons involved in all areas of certifica-
tion. On the basis of the responses, however, it was felt that the group
257
generally demonstrated a conservative approach to certification problems,
with a willingness to consider alternative approaches. While the indi-
vidual comments are probably biased (certainly to the extent that only
those persons who will comment are included), they reveal a concern for
improving certification and licensing procedures. Those who seek change
seek it through appropriate channels, although there is a hint that they
are pessimistic about whether the channels will function. Performance-
based certification does not appear to be the issue as much as the
development of meaningful criteria upon which any kind of certification
is based, or as much as the control of the process (which may in itself
imply meaningful criteria).
Collapsed
Favorable
and
Unfavorable
Responses
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GLOSSARY
Accountability
The idea of holding the profession accountable for the strengths and
weaknesses in the field of education.
Approved program concept
The process in which the proposed programs in a given institution
for the preparation of teachers are submitted to the state certification
authorities for approval. Once the programs are approved, graduates are
somewhat automatically certified, upon recommendation of the preparing
institution (in addition to the National Council for the Accreditation
of Teacher Education, in some cases).
Certification
The process of legal sanctioning, authorizing the holder of a
credential to perform certain services in the public schools of a state.
Certification Review Committee
independent review or appeal committees established in some 16 stales
in an effort to democraticize the processing of applications of candidates
whose official records may show some deviations from the precise prescrip-
tions of a given state but who may have other qualifications that deserve
consideration, e.g., related experience, related content and professional
courses or unusual educational background or experience.
Credit course prescription
The process of certification approval which is based upon specified
course requirements in terms of units of study.
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Differentiated staffing
A concept of staff organization that seeks to make more efficient
and effective use of educational personnel in the school community by
assigning teachers and other educators appropriate responsibilities based
on carefully prepared definitions of the many educational functions with-
in a school.
Functional relationships
The logical connection of the organizational whats or jobs that must
be performed in order to accomplish the program objectives.
In-service education
Any program of study undertaken after the completion of the require-
ments for certification and during the tenure of service in the field of
education.
Leadership personnel
An individual or group of professional employees of a state educa-
tion agency who assume roles of responsibility in fulfilling the func-
tion of Teacher Education and Certification programs.
National Commission on Accrediting
The national agency set up to appraise and approve all professional
accrediting agencies.
Non-professional personnel
Staff members who are not responsible for instruction of pupils,
directly or indirectly.
Performance-based criteria
The exact criteria by which success (or failure) of a task or mission
is measured. They may include such things as how the product is to per-
form, conditions under which it is to perform, product design require-
ments, and performance specifications.
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Performance-based teacher certification
Certification requirements that are based upon the candidate's
ability to perform certain skills and demonstrated knowledge rather than
prescribed experiences or courses he has completed.
Performance-based teacher education
Teacher preparation programs (pre-service and in-service education)
that are designed around performance criteria and behavioral objectives
rather than prescriptive course credits and unit hours.
Professional association
An organization whose membership is made up of members of the educa-
tion profession and who elected or appointed officials speak as repre-
sentatives of that profession.
Professional personnel
Staff members who are directly or indirectly responsible for the
instruction of children.
Professional practices act
A legislative action identifying the responsibility for the esta-
blishment and application of standards of practice for all members of
the teaching profession who hold authorization to teach by state license.
Professional practices commissions
A legally recognized group composed of individual representatives
of the teaching profession who are authorized to deal with standards and
practices of ethics, competence, and academic freedom where protective
or disciplinary action may be needed.
Professional standards board
A non-political, legally recognized agency assigned responsibility
for (a) developing requirements and policies governing accreditation of
teacher education institutions, issuance and revocation of licenses, and
assignment of personnel; and (b) conducting studies to improve standards
of licenses, accreditation, and assignment.
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Reciprocity
The formal agreement between states to honor state-approved pro-
grams, standards and procedures for certification of personnel in order
to encourage more freedom of movement of teachers across state lines.
Self-governance
Seif-governance for teaching does not imply control of all aspects
of education, but rather the governance of a profession — the policy
setting power in relation to licensure, accreditation standards, and
the ethical conduct of its members.
State Board of Education
In most cases the policy making body for the state system of public
education whose members are elected, or more often appointed, and whose
legal limits are set by the state legislature.
State education agency
A department, office, board, commission or committee to which is
expressly delegated by law primary responsibility for the State super-
vision of Dublic elementary and secondary schools.
Task Force ' 72
A committee within the Bureau of Educational Personnel Development
in the U. S. Office of Education established to review current funding
procedures and develop guidelines for future funding procedures.
Teacher Advisory Councils
Organized bodies (variously identified as councils, committees or
commissions)
,
created by law in fourteen states and created by state
boards of education in other states with members appointed or nominated
by the Chief State School Officer without specific authorization by law.
The membership is generally intended to represent the major segments of
the teaching profession, with the overall purpose being to democratize
the process of establish! ng and enforcing state requirements.
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Teacher Education and Certification Section
An organizational part of the state education agency that assumes
the funccion of administering the State program of teacher education
and certification as prescribed by law.
Teacher training institutions
Colleges or universities which offer programs in the preparation
of students for certification in the public schools.
Abbreviations To Be Used
NEA — National Education Association
NCTEPS — National Commission on Teacher Education and Professional
Standards
PR & R -- National Commission on Professional Rights and Responsibilities
BEPD — Bureau of Educational Personnel Development
USOE — United States Office of Education
AACTE — American Association of Colleges for Teacher Education
NCATE — National Council for Accreditation of Teacher Education
DOE — (State) Department of Education
SEA — State Education Agency
NASDTEC — National Association of State Directors of Teacher
Education
and Certification
Circular 331 — United States Office of Education Proposed
Standards for
State Approval of Teacher Education, Revised, 1968.
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